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ABSTRACT 
Family Leadership: Constructing and Testing a Theoretical 
Model of Family Well-Being 
by 
Kevin A. Galbraith, Doctor of Philosophy 
Utah State University, 2000 
Major Professor: Jay D. Schvaneveldt, Ph.D. 
Department: Family and Human Development 
I ll 
Leadership in organizational contexts has received considerable attention through 
the years. Although much is known about what constitutes effective leadership in an 
organizational setting, little is known about leadership as it pertains to the family . To 
address this limitation, a theoretical model of family leadership was developed. Thi 
model draws on transformational leadership and proposes five areas in which leadership 
could be carried out to lead and strengthen the family unit. These five areas include ( 1) 
leading the family with a vision, (2) maintaining a task orientation, (3) fostering close 
familial relationships, (4) establishing cooperation and teamwork, and (5) building 
connections and ties with support networks that are external to the family. 
In accordance with this theoretical model, it was hypothesized that favorable 
family outcomes, such as higher levels of cohes ion, effective communication, lower 
levels of conflict, and family involvement are associated with a transformational style of 
iv 
leadership. This hypothesis was tested using a convenience sample of 231 two-parent 
families. consisting of a father, mother, and an adult child from each family. Family 
well-being was assessed by each child using The Family Profile, and the leadership style 
of each parent was assessed using the Multifactor Leadership Questionnaire. Using 
cluster analysis, four combinations of husband-wife leadership styles emerged. Based on 
these fou r leadership clusters, ANOV A was used to assess differences in family 
outcomes. 
Significant differences were found when comparing the couples characterized by 
active transformational leadership to those who were passive, or had a laissez-faire style 
of leadership. Compared to couples with passive leadership styles, couples with active 
leadership styles tended to have higher scores on the positive dimensions of family well-
being (Family Concordance, Marital Strength, Active Involvement, and Religiosity) and 
lower scores on the negative dimension (Family Discordance). With the exception of a 
difference between the couples in the active leadership cluster and the couples in another 
clu ter on the Religiosity outcome scale, no other differences were found among the 
couples in the four leadership clusters. 
( 168 pages) 
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The purpose of this dissertation was to develop a theoretical model of family 
leadership for two-parent families, and to test a selected portion of this model. This type 
of research is important because of the challenges facing families in modern America, as 
evidenced by the many social problems associated with structural and functional stresses 
in the family. For example, the divorce rate in the U.S. for the year 1996 was 
approximately 4.2 divorces per 1,000 population (U.S. Bureau of the Census, 1998). a 
rate which has nearly doubled since the 1960s (Ahlburg & De Vita, 1992). In 1996, there 
were 8.1 marriages and 4.2 divorces per 1,000 population, a rate of divorce that is 
approximately half the marriage rate (U.S. Bureau of the Census, 1998). Although the 
divorce rate peaked at 5.2 in the early 1980s and has since gradually declined, the United 
States leads other countries in high rates of divorce (Ahlburg & De Vita, 1992). 
Furthermore, it is estimated that half of all children will experience parental divorce, the 
majority of whom will spend the rest of their childhood in a mother-only household 
(Ahlburg& DeVita,!992). 
Divorce 
Specific child outcomes associated with divorce have been summarized by 
Whitehead ( 1993). Children from homes affected by divorce and out-of-wedlock birth 
fare worse than do children from intact two-parent families . On measures of well-being, 
when compared to children of two-parent families, children from disrupted families are 
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six times more likely to be poor and they remain poor for longer periods of time, they are 
two to three times more likely to experience emotional or behavioral problems, they have 
a higher likelihood of dropping out of school , they are more likely to get pregnant as a 
teenager and abuse drugs, and the rate of sexual and physical abuse is significantly higher 
among children from families disrupted by divorce. 
Although children who have experienced parental divorce tend to score lower on 
various psychological, interpersonal , and socioeconomic measures of well-being, as 
compared to children from two-parent families , children are impacted differently by 
divorce (Amato, 1994; Hetherington, 1993). Divorce seems to have a strong negative 
impact on some children, while others seem to experience only marginally negative 
effects. Divorce may even have a positive effect on the well-being of some children. 
Why the difference in outcomes? According to Amato (1994),the key to understanding 
such differences lies in understanding conditions or circumstances behind divorce. 
Because the circumstances (e.g., interparental conflict) for some children are o adverse, 
divorce may actually enhance the well-being of children (Amato, Loomis, & Booth, 1995; 
Jekielek, 1998). Thus, when considering the impact divorce has on children, several 
factors must be taken into consideration, such as the amount of contact children have with 
their noncustodial parent, the emotional well-being and parenting abilities of the custodial 
parent following divorce, the level of interparental conflict, the level of economic 
hardships, and the severity of other stressful life events that tend to follow divorce 
(Amato, 1994). 
Marital Conflict 
Along with the adverse effects of parental divorce, childhood problems have been 
I inked to marital conflict, especially at high levels of marital conflict (Fincham, 1994; 
Rogers & Holmbeck, 1997). In fact , a high level of marital conflict is a better predictor 
of child behavioral problems than is marital status (whether a child' s parents are intact, 
separated, or divorced) (Amato & Keith, 1991 ; Emery, 1988; Emery, Fincham, & 
Cummings, 1992). Furthermore, one of the factors strongly influencing the degree to 
which children are impacted by divorce is parental conflict prior to and following divorce 
(Amato, 1994). When exposed to marital conflict, children are more likely to experience 
behavioral problems, such as acting out, physical aggression, delinquency, and other 
conduct problems (Cummings & Davies, 1994; Grych & Fincham, 1990; O' Keefe, 1994). 
They are more likely to develop internalized problem behaviors, such as anxiety, 
depression, or somatic complaints (Cummings & Davies, 1994; O'Keefe, 1994). And 
when exposed to high levels of marital conflict, children 's interpersonal relationships are 
more likely to be impaired (Cummings & Davies, 1994; Grych & Fincham, 1990). 
Negative child outcomes are especially salient when children are exposed to child-rearing 
disagreements between their parents (Jouriles et al. , 1991). 
Addressing the Problem 
Strengthening Marriages and Families 
Through Effective Family Leadership 
Problems related to divorce and marital conflict suggest the need to enhance the 
well-being of families by establishing and maintaining quality marital relationships. The 
4 
marital relationship is a pivotal union that directly impacts the quality of family life, 
whether the effect is negative or positive (Cummings & Davies, 1994 ). The importance 
of strong, healthy marriages to the well-being of families was emphasized in a report by 
the Council on Families in America ( 1995), which argued that the key to improving many 
negative family outcomes associated with divorce lies in strengthening the institution of 
marriage. Specifically, the Council stated, "marriage is society' s most important 
contrivance for protecting child well-being, turning children into good citizens, and 
fostering good behavior among adults-a 'social good' worthy of strong support" (p. II ). 
If strengthening the quality of the marital relationship is a viable solution to the 
well-being of individuals and families , the question is, what can be done to strengthen the 
institution of marriage? This question has been the focus of extensive research. Efforts 
have been made to identify characteristics and processes associated with healthy 
marriages and families. In spite of a wealth of empirical research, there is a need for 
models or theoretical frameworks that guide the efforts of researchers, family life 
educators, and practitioners in their efforts to help families develop characteristics and 
processes that enhance intimate relationships and the quality of family life (Karney & 
Bradbury, 1995; Walsh, 1996). As stated by Cummings and Davies (1994) , "there must 
be an understanding of how to help marriages and families work better" (p. 14). 
In response to this need, a theoretical framework is proposed that may be 
beneficial in guiding the efforts of researchers, practitioners, educators, and families in 
strengthening the institutions of marriage and the family. The proposed framework is 
family leadership, a framework drawing upon principles and concepts from literature in 
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the fields of organizational behavior and family life. Specifically, from the numerous 
theories on leadership and the management of human resources, concepts related to 
transformational leadership have been formulated to construct a theoretical framework on 
leadership within the family. Although this model may apply to various family structures, 
this research project is specifically oriented toward two-parent families. 
The Need for a Family Leadership Model 
The use of family leadership as a theoretical framework is proposed for several 
reasons. First, minimal work has been done in applying concepts and propositions from 
the field of organizational behavior to the family field. This shortcoming seems ironic in . 
that leadership is a process by which people relate to and interact with others. Moreover, 
much of the literature on leadership and organizational behavior focuses on issues 
particularly relevant to family life, such as: effective communication; strategies for 
resolving problems; the provision of direction or a vision of the future ; the establishment 
of clear, guiding values, standards, and ethical practices; the adoption of common goals; 
organizational effectiveness; the development of trust and cooperative relationships; and 
the facilitation of individual responsibility. Although a family has distinct characteristics 
that set it apart from a business or organization (Beutler, Burr, & Bahr, 1989), it seems 
logical that many practices or concepts applicable to an organization could also apply to 
the marital or family unit, although such practices would most likely need to be tailored 
or adapted to fit the family setting. 
Second, a family leadership framework is appropriate because it has the potential 
to fill a need that, to a large extent, has been overlooked-a well functioning executive 
(parental) subsystem that provides direction and acts as a voice for the family unit 
(Kenniston & the Carnegie Council on Children, 1977). This executive subsystem, 
referring to the father and mother in a two-parent family, is largely responsible for the 
health and functioning of the family, and may be a key link toward establishing an 
emotional climate and a family culture conducive to growth for the individual and the 
family as a whole. Finally, it is hypothesized that through the use of leadership practices 
that correspond to transformational leadership and the adoption of a leadership paradigm 
or philosophical orientation, couples and families can develop and maintain 
characteristics and processes associated with healthy marriages and families . 
Summary of Problem 
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Given the many challenges and stresses affecting the well-being of individuals 
and families, there is a need to better understand ways to enhance functioning and 
promote the growth and development of individuals, couples, and families . In response 
to this need, a theoretical model of family leadership for two-parent families is proposed 
in an effort to enhance our awareness of ways families could be strengthened. This model 
builds upon transformational leadership and emphasizes various areas of family life that 
could be enhanced through active leadership. Furthermore, a portion of the theoretical 
model was tested by collecting data from fathers , mothers, and children and examining 
relationships between parental leadership styles and family well-being. 
CHAPTER II 
REVIEW OF LITERATURE 
7 
This chapter outlines a theoretical framework on family leadership by: (a) 
reviewing transformational leadership, a leadership style that appears to be very 
appl icable to family life, (b) outlining a theoretical model of family leadership that may 
enhance family life when based upon a transformational style of leadership, (c) reviewing 
literature from the fields of organizational behavior and family life that correspond with 
or support this theoretical framework, and (d) posing several testable hypotheses. 
The Call for Leadership 
The call for leadership is a keynote of our time (Bums, 1978). This need has been 
expressed by Fairholm (1994), who said, "true, visible, active, dynamic leadership is 
scarce in American society and many of its institutions" (p. 9). Bums ( 1978) stated that 
"the summons to leadership seems most urgent in eras (such as the present) that follow 
periods of 'great leadership.' In few nations is the appeal made more often than in the 
United States" (p. 451 ). He noted two themes characterizing the call for leadership. 
First, there is a need to understand what good leadership is, and second, there is a need 
for "moral , uplifting, transcending leadership, a leadership of large ideas, broad direction , 
strong commitment" (p. 452) . 
What is actually meant by good or effective leadership? Many people associate 
leadership with tbe ability to make decisions or the ability to control the use of resources 
(Bass , 1990). Although these may be elements of leadership, a closer look at what is 
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needed to be an effective leader reveals that the concept of leadership is much more 
detailed than the ability to make decisions or control resources. Based on in-depth 
research, Bass ( 1990) expounded on the notion of effective leadership when he stated: 
Leadership is not a matter of passive status or of the mere possession of some 
combination of traits. Rather leadership appears to be a working relationship 
among members of a group, in which the leader acquires status through active 
participation and demonstration of his or her capacity to carry cooperative tasks to 
completion. Significant aspects of this capacity for organizing and expediting 
cooperative efforts appear to be intelligence, alertness to the needs and motives of 
others, and insight into situation, further reinforced by such habits as 
responsibility, initiative, persistence, and self-confidence. (p. 77) 
This description of leadership connotes an active process, one in which the leader 
works with members of a group so that through cooperative efforts, they are collectively 
able to accomplish greater heights, such as the accomplishment of common group goals. 
Furthermore, this description incorporates the notion that effective leadership requires 
traits that may be developed by an individual, but require hard work and persistent effort . 
Leadership is more clearly understood when distinguished from headship, a 
cluster of traits often confused with leadership. Gibb ( 1969) differentiated between 
headship and leadership as follows: 
I. Headship is a position granted by the system, rather than the collective 
recognition of the group members, which recognition arises from personal contributions 
toward the well-being of the group. 
2. Under the management of headship, group goals are based on the interests and 
needs of the ones at the top, therefore, the goals are not determined by the group members 
and may be a poor representation of the desires of the group as a whole. 
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3. When headship is in force, there is an absence of a collective and hared effort 
toward the goal. 
4. Headship is characterized by a wide gap in which there is very little 
interaction between the ones on top and the rest of the group. This gap has a purpose-to 
coerce the group into accomplishing the goals generated by those at the top. 
5. The authority carried by those using headship is maintained out of fear of 
punishment. Thus, those who submit to this authority cannot correctly be called 
followers . 
After reviewing these characteristics, one is able to identify many similarities 
between headship and Baumrind's (!989) notion of authoritarian parenting. Compared to 
the more effective parenting style called authoritative parenting, an authoritarian style is 
much more restrictive and is governed by absolute standards that are fii1Tlly enforced. If 
needed, power assertive or punitive measures are taken to insure compliance to standards. 
In addition, authoritarian parents tend to be less affectionate, warm, and responsive to the 
needs of children and show less encouragement toward children 's sense of independence 
and autonomy. Similarly, the characteristics of headship describe a type of dominance 
and control over others that is clearly not in harmony with Bass ' s ( 1990) description of 
leadership, whereby leaders engage with others and acquire recognition as a leader by 
facilitating progress toward mutual goals. 
Transformational Leadership 
An understanding of effective leadership can be enhanced through an 
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understanding of transactional and transformational leadership . By 1960, transactional 
leadership had become the dominant leadership paradigm in organizational settings, 
emerging from earlier research on leadership traits and situations affecting leadership 
(Bass, 1990). This paradigm was used as a theoretical framework to study exchanges or 
transactions between leaders and followers; hence, the term transactional leadership was 
used to describe this type of leadership. Leaders exchanged rewards and benefits with 
followers in return for the fulfillment of agreed upon conditions. For example, promised 
services may be exchanged for votes, status may be given in exchange for commitment 
and service, and money or benefits may be exchanged for completed assignments. 
Although this paradigm was useful in furthering understanding of effective leadership, it 
did not account for leadership practices or attributes of the most effective leaders (Bass, 
1990). In other words, there was something beyond mere exchanges or transactions 
between leaders and followers that described those who were most effective in their 
leadership. Based on the limitations of a transactional model, our understanding of 
effective leadership was enhanced when Bums presented transformational leadership as a 
new paradigm, a paradigm accounting for leadership practices of the most effective 
leaders (Bass, 1990). 
Bums ( 1978) asserted that 
.. . transformationalleadership occurs when one or more persons engage with 
others in such a way that leaders and followers raise one another to higher levels 
of motivation and morality. Their purposes, which might have started out as 
separate but related, as in the case of transactional leadership, become fused .. .. 
Transforming leadership ultimately becomes moral in that it raises the level of 
human conduct and ethical aspirations of both leader and led, and thus it has a 
transforming effect on both. (p. 20) 
II 
Bums ( 1978) stated that transfonnational leaders identify the needs of their 
fo llowers and seek to raise these needs (such as Maslow's hierarchical needs) to higher 
levels. He said that "the transforming leader taps the needs and raises the aspirations and 
helps shape the values-and hence mobilizes the potential-of followers" (p. 455). 
Through the process of engaging followers, goals and aspirations of the leader and 
follower are enmeshed, raising both to higher levels of conduct. However, this elevation 
is not without effort; it often requires sacrifice from the followers . At the expense of 
gratifying one's own self-interests, the leader and followers work toward the common 
good of the group. 
Bums ( 1978) makes a careful distinction between a leader and a follower. 
Although they may work toward the same goals and have a transforming effect on one 
another, it is the leader who takes the initiative to establish a connection with the follower 
so that communication and interaction can occur. Moreover, it is the leader who holds 
the re ponsibility to invest energy into the relationship so transfonnations can occur and 
the leader and the follower work together with a common purpose. Most important of all, 
"leaders address themselves to followers ' wants, needs, and other motivations, as well as 
to their own, and thus they serve as an independent force in changing the makeup of the 
followers' motive base through gratifying their motives" (Bums, 1978, p. 20). 
Lest one confuse an authoritarian style of leadership with transfonnational 
leadership, Bass ( 1998) makes a distinction between the two. Leaders who are 
chari matic in narure can be either "personalized" or "socialized" (Bass, 1998, p. 14). A 
personalized charismatic leader, referred to as "psuedotransfonnational," leads with an 
absence of moral conduct and seeks to aggrandize his/her own needs at the expense of 
others. This leader can be charismatic and may appear to be transforming, but an in-
depth look reveals that this leader exploits and manipulates others in order to serve self-
interests. Rather than teaching associates how to lead themselves and helping them to 
maximize personal growth, personalized leaders seek to capitalize on their own interests 
by maintaining control and power. 
On the other hand, a socialized charismatic leader truly is transforming. This 
leader guides his/her actions by high ethical and moral standards of conduct that are 
characterized by egalitarian relationships and efforts to empower others. A defining 
characteristic of this leader is the manner in which power is used. Rather than 
possessively holding onto power, power is shared and even inhibited in order to foster 
autonomy and growth in others. Furthermore, as these leaders encourage growth and 
leadership abilities in their associates, they are willing to change their vision or goals to 
accommodate the growing influence of their associates. 
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In short, transformational leadership is the style of leadership practiced by the 
most effective leaders. It builds upon transactional leadership and is characterized by a 
leader establishing a close relationship with followers and using the relationship to foster 
the growth of individuals as well as the collective goals of the group. Transformational 
leadership involves a shift or change in the needs, values, and abilities of followers . 
Through the process of interacting with others, an irony occurs. Both leaders and their 
followers are elevated to higher aspirations and needs as they seek to enhance the welfare 
of the group at the expense of their own self-interests. 
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Applying Transformational Leadership to the Family 
Given the effectiveness (to be reviewed) and the significance of transformational 
leadership within a corporate or group setting, it is anticipated that leadership built upon a 
transformational style also has the potential to enhance the well-being of families. 
Furthermore, it is believed that a theoretical framework of family leadership has the 
potential to provide answers to questions which impact the family . For example, there is 
a need to understand characteristics and family processes that increase the stability of 
marital unions, foster positive parent-child relationships, and strengthen the family as a 
unit. Although many positive traits or factors associated with strong/resilient families 
have been identified (Curran, 1983; McCubbin & McCubbin, 1988; Otto, 1962; Robinson 
& Blanton, 1993; Stinnett, I 979; Stinnett, Sanders, DeFrain, & Parkhurst, 1982), the 
literature provides little understanding of what families actually do to develop or maintain 
these traits/factors. For example, research indicates that commitment (Stinnett, 1979; 
Stinnett et al., 1982) and respect (Curran, 1983; Stinnett et al., 1982) are common 
characteristics of strong families. Although this information contributes to our 
understanding of strong families , many unanswered questions arise. How are these and 
other related traits developed? How are these strengths passed from parents to the next 
generation? If a family lacks traits vital to their well-being, can these traits be developed? 
If so, how? How are the traits associated with strong families linked together? 
A greater understanding of leadership and the manner in which it is carried out 
within the family may have the potential to shed light on questions such as these. 
Moreover, leadership is believed to play an important role in the well-being and strength 
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of the family . Based on these assumptions, a theoretical framework of family leadership 
has been set forth that may be useful to c linicians, researchers, family life educators, and 
fa milies . Given the lack of research and theory in the area of family leadership, thi s 
model may have value for future work. The purpose of outlining this model is to 
stimulate further research and theory, although this model may also have direct 
application to families . 
Family Leadership Model 
The role of leadership within the family is to enhance the growth and development 
of each individual and the family as a whole. This means that a great deal of 
responsibility is associated with leadership. Leadership requires a high level of 
involvemt:nt with each member of the family and requires active participation in carrying 
out those activities or tasks that faci litate or maintain the well-being of individuals and 
the family. As indicated by the literature, leaders are most effective in facilitating the 
growth and development of others when they assign responsibility or authority to them, 
and involve them in making decisions (Kouzes & Posner, 1995; Kuhnert, 1994). Thus, 
much of a leader's role is carried out by guiding, teaching, directing, organizing, 
strengthening, and fostering cooperation among members of the family, all of which are 
directed toward enhancing the growth and well-being of each individual and the family. 
Because of differences that may exist in the way leadership is carried out in 
different family structures, the focus of this research is limited to two-parent families . 
Thus, for the purpose of this study, family leadership means the provision of leadership 
by a father, mother, and/or a child within the family. For the purpose of this research. 
family leadership is defined as the process of establishing and maintaining an 
environment in which members of a family feel part of a unified system with a sense of 
cohesion, work toward common goals in a cooperative manner, and develop as healthy 
individuals. 
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As discussed later in this chapter, research in the field of organizational behavior 
indicates that transformational leadership is the leadership style associated with the most 
favorab le outcomes, as compared to transactional and non-transactional styles of 
leadership. Thus, this family leadership framework is based on transformational 
leadership. This is an important distinction , because it is hypothesized that transactional 
and passive styles of leadership have a less positive impact on the well-being of the 
fami ly than transformational leadership. Furthermore, traits commonly found among 
strong families appear to be closely related to various aspects of transformational 
leadership. For example, strong families emphasize "togetherness" ; they spend time 
working and playing together and they tend to establish a sense of unity and commitment 
to one another (McCubbin, McCubbin, Thompson, Han, & Allen, 1997; Otto, 1962; 
Stinnett & Sauer, 1977). Similarly, transformational leaders show commitment toward a 
group by giving up self-interests for the benefit of the group, and they have the ability to 
establish a sense of unity by encouraging others and developing a common mission or 
goal for the group (Bass & Avolio, 1993, 1994). This style of leadership especially seems 
applicable as a means of decreasing abuse within the family, since behaviors associated 
with transformational leadership are opposite of behaviors associated with abuse. 
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Based on a transformational style of leadership, a model of farrtiiy leader hip can 
be constructed using theoretical and empirical findings from literature on leadership. 
Much of this literature focuses on four broad areas, which have been incorporated into a 
framework or model that specifies important areas in which leadership could be used 
within the farrtily. These four areas include: (1) the development of a clear vision or 
sense of direction that guides, inspires and motivates members of a group to work toward 
specific goals, or a mission; (2) fostering the growth of individuals and relationships 
within the group; (3) the completion of tasks or objectives that propel the group toward 
specific goals; and, (4) the development of cooperation and teamwork, which increase 
efficiency in working toward goals and foster a sense of unity and purpose. Along with 
these four areas, a fifth area receives attention in family life literature and needs to be 
incorporated into the model. This area is called networking, the process of building a 
support system with extended family, other people, and resources external to the family 
unit (Bronfenbrenner, 1986; Lee et al ., 1997; McCubbin & McCubbin, 1988). 
Figure 1 illustrates the leadership model and shows how each of these five areas 
are related to one another. It is anticipated that the well-being of families is enhanced as 
couples actively provide leadership in each of these five areas. As shown in the diagram, 
vision, task, and relationship orientation are three important dimensions in farrtiiy life. 
Vision is placed at the top of the triangle, indicating the role vision plays within the 
farrtiiy-i t provides insight and direction regarding ways to foster growth and enhance the 
well-being of individuals and the family . Task and relationship orientation comprise the 








toward the completion of tasks and activities which enhance the growth and development 
of the family, and providing leadership which serves to nurture and build individuals and 
familial relationships. Placed in the center of the triangle is cooperation/teamwork, a 
central dimension of family life that, to a large extent, may dictate the efficiency or the 
manner in which the family may function in other areas of the model. In a sense, 
cooperation/teamwork defines how different aspects of family life are carried out. It is 
expected that families with high levels of cooperation/teamwork will also have higher 
levels of satisfaction and score higher on measures of family functioning than families 
with lower levels of cooperation/teamwork. Along with these four dimensions of family 
life, a couple can strengthen the family by providing leadership that encourages 
interaction among members of the family with positive outside influences. This aspect of 
family life is represented by the circle exterior to the triangle, signifying links or 
18 
connections existing between the family and external support systems. 
For conceptual purposes . each of the five dimensions in the model is separate and 
distinct. However, it must be noted that in all likelihood there is a great deal of ove rl ap 
among these five dimensions and in practice, distinguishing among these five areas is 
likely to be difficult. For example, providing for the physical needs of a child (feeding, 
bathing, dressing, etc.) requires responsibilities associated with a task orientation, but 
these responsibilities are also intimately connected to a relationship orientation. 
Furthermore, as shown in Figure I, the arrows connecting the various parts of the model 
are bidirectional, indicating that each area has an influence on other areas of family 
functioning. Thus, there are reciprocal relationships among the five dimensions of the 
model. 
It must be noted that one purpose of this research is to set forth a theoretical 
framework that provides a conceptual understanding of effective leadership, and spec ifies 
areas of family life in which leadership could be employed. It is not, however. the 
purpose of this research to identify specific leadership practices that could be adapted and 
app lied to the context of the family . This is an aspect of the framework that will be 
developed at a later time. 
An Overview of the Dimensions of the Family Leadership Model 
Vision: Providi ng Direction for the Family 
Within the context of an organization, vision is a leadership characteristic that has 
received a great deal of attention in the literature (Bass, 1985; Bennis & Nanus, 1985; 
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Conger. 1989; Kirkpatrick & Locke, 1996: Kouzes & Posner, 1995; Sharrtir, 1995). 
although different terms have been used to portray concepts of vision (i.e., mis ion, goal , 
purpose). It has been stated that "any great organization needs a vision. a credo to live 
by" (Denton, 1997, p. 35). In fact, leadership has been characterized as the ability of one 
to articulate a clear vision and to transform this vision into action (Bennis & Nanus. 
1985). Vision can be described as a mental image formulated to portray an end state or 
outcome that is highly desirable (Conger, 1989). Thus, one who has vision is able to 
mentally see into the future, and visualize how things can be, whether the outcome is 
related to organizational growth, productivity, human relations, quality services, or some 
other desired outcome. Covey ( 1989), author of the widely read book The Seven Habits 
of Highly Effective People, asserts that individuals will not be highly effective until they 
"begin with the end in mind" (p. 97). In other words, one must form a mental image of a 
desired outcome and use this image as a frame of reference to evaluate all other 
behaviors, pursuits, or efforts. Once formed, all other aspects of one 's life can be 
measured by that which really matters to the person. The importance of vision was 
expressed by Tait ( 1996): 
Whether described as "long-term strategic thinking," vision, "seeing the wood for 
the trees," "the big picture outlook" or "helicopter vision," almost all business 
leaders, supported by the leadership literature, give vision as the sine qua non of 
leadership attributes, exemplified by Jean Denton's pragmatic "if you don't know 
where you're going, you have no hope of getting there." (p. 28) 
Vision has emerged among studies as a leadership trait common among effective 
leaders in an organizational setting. For instance, in a study of 90 successful public 
figures in the US, vision was a common practice (Bennis & Nanus, 1985). These leaders 
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had an ability to create a vision with a long range perspective, and put the vision into 
words so that others could identify with and adopt the vision as their own. Furthermore, 
these leaders had the ability to use various means and resources (i.e., mission statements, 
organizational values, training, and incentives or rewards) to translate the vision into 
actions, thus, mobilizing the organization toward visualized outcomes. 
From in-depth interviews with 18 successful leaders in business, common themes 
emerged (Tait, 1996). There was high agreement that there is not a single set of attributes 
one must have in order to be an effective leader. In other words, there is no single 
approach to be followed by effective leaders, rather effective leaders lead with various 
styles and personalities, they have different strengths and limitations, they may lead using 
different approaches, and they frequently have the same weaknesses as other common 
people. However, from the perspective of the leaders who were interviewed, there were 
common traits or characteristics that set apart those who were highly effective within a 
company. Four of the most important qualities identified by these 18 leaders include: 
vision, good interpersonal skills, integrity/character, and drive/ambition-a strong 
commitment to the objectives of the organization. 
From over 2,500 completed questionnaires assessing the leadership abilities of 
people from various organizations and disciplines and from over 300 in-depth interviews 
with managers from companies around the world, Kouzes and Posner (1995) identified 
five fundamental practices of exemplary leaders. One of the practices commonly carried 
out among effective leaders was the ability to form a vision of the future. Through this 
vision, their minds were elevated to greater heights and they had confidence in their 
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ability to accomplish their dreams. Their vision, however, was not limited to themselves. 
They had an ability to share their vision with others. 
Vision plays a central role within a business or an organizational context and 
frequently emerges in the literature as an important leadership attribute. However, the 
literature relative to vision/goals/mission in the field of family life has been relatively 
sparse, although there is some indication that families do establish and achieve goals 
(Hogan, 1993). Human ecological theory acknowledges the importance of setting goals 
and establishing plans to reach goals; however, empirical research assessing the 
relationship between family well-being and directing the family through a vision, clear 
goals, or mission statement is lacking. 
Just as a business or non-familial organization benefits from a vision that guides 
the formation of goals and the completion of objectives leading toward such goals, it is 
anticipated that family well-being is associated with the formation of a clear family 
vision. For example, families could form a vision relative to family finances, an 
education or career for a given member of the family, the quality and nature of familial 
relationships, individual and joint accomplishments, spirituality, or involvement in 
community affairs. Once a vision relative to the growth and development of the family 
has been formed, specific goals and objectives could be established to facilitate action 
toward the desirable outcomes. A realistic vision of how the family "can be" may have 
the potential to unify members of the family, provide encouragement, guide decision-
making, instill a sense of purpose and meaning for family life, help the family establish 
an identity, and facilitate progression towards desirable outcomes by motivating 
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individuals and focusing efforts toward these outcomes. Concepts from Conger's ( 1989) 
definition of vision have been implemented in order to form a definition of vision for the 
family. For the purpose of family leadership, vision has been defined as: a mental image 
used to represent a desirable end state or outcome for an individual or the family . 
Developing an Orientation Toward Tasks 
Literature in the field of organizational behavior emphasizes the need to maintain 
a balance between two critical orientations-a relationship orientation and a task 
orientation (Bass, 1990). Although efficient in their organizational abilities, leaders who 
are purely task oriented have been found to be less effective than leaders who are both 
task and relationship oriented (Bass, 1990). As reviewed by Bass (1990), one with a task 
orientation focuses on group goals and ways to achieve these goals. Task oriented leaders 
are concerned with "completing assignments and getting the work done" (Bass, 1990, p. 
472). Thus, they tend to focus on production, achievement, and efficiency and use 
leadership practices such as the initiation of structure, the establishment of clear 
communication patterns, the coordination of tasks, and the motivation of group members 
toward goals. 
Along with the field of organizational behavior, literature on family life 
emphasizes the need for a task and relationship orientation. For example, human 
ecological theory maintains that the management of resources is an important component 
of family life and involves relationship and task-oriented processes (Bubolz & Sontag, 
1993). Task-oriented processes include the utilization of resources and carrying out 
activities needed to acquire desirable outcomes or goals (Bubolz & Sontag, 1993). In line 
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with this description, task orientation is defined as: the process of maintaining a focus or 
emphasis on utilizing human or material resources for the purpose of completing tasks or 
activities necessary to reach a goal, or acquire desirable outcomes. 
Effective use of resources may include activities or processes such as planning, 
organizing, directing, and implementing steps that enhance functioning within the family. 
Thus, activities such as managing finances , establishing order and stability, making 
decisions, coordinating household chores, securing and maintaining employment and 
planning family outings are important aspects of family life to be included under the 
concept of task orientation in the model. In a sense, maintaining a task orientation is 
similar to putting a business approach to the family. In other words, rather than 
haphazardly carrying out tasks or utilizing resources in an inefficient manner, couples 
could maximize the likelihood of reaching goals or desirable outcomes by adopting an 
orientation toward using material and human resources efficiently. 
The need for a task and relationship orientation was expressed by Rettig ( !993). 
Although a "task orientation" is more comprehensive than merely managing economic 
affairs, "one of the greatest challenges of the future will be the development of theories 
and conceptual frameworks that can simultaneously give attention to the inseparable 
economic and socialization functions of families , expressive and instrumental activities, 
and to economic and social-psychological domains of family life" (Rettig, !993, p. 189). 
Furthermore, in the Handbook of Family Life Education (Rettig, Rossmann, & Hogan, 
!993), a volume prepared for family life educators, the management of family resources 
was recognized as a vital component of family life education. 
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Research in the area of family life also underscores the need for a task orientation . 
For instance, factors or traits that help families to be resilient have been identified. 
Several of these factors serve the purpose of enhancing the well-being of families by 
establishing order and stability within the family. These factors include the management 
of finances, family organization, rules and procedures, maintaining flexibility, and the use 
of routines-family meals, chores, bedtime, etc. (McCubbin eta!., 1997). In addition, 
" family management" has been identified as an important part of family life (Lee eta!., 
1997). As such, family management has become one of three broad categories of The 
Family Profile II, an assessment instrument used to measure family functioning. When 
administered to families, those with high scores in family management were proficient in 
task oriented activities, such as work, decision-making, completing household chores, 
managing family finances , and self-reliance-the ability to meet the temporal needs of the 
family. 
Fostering an Orientation Toward 
Relationships 
Research in the fields of organizational behavior and family life indicates that an 
important aspect of group or family well-being is positive and supportive relationships 
among members. Thus, along with an orientation toward tasks (which focuses the efforts 
and resources of family or group members toward goals or desirable outcomes), a leader 
may affect the well-being of a family or group by fostering a nurturing environment that 
is sensitive to and supportive of close relationships. As pertaining to a family, 
relationship orientation is defined as: the development of love and a genuine concern for 
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the welfare of others and a high regard for the development of social and emotional ties 
among members of a family . 
The need for strong family ties is especially emphasized by research, which has 
been conducted to identify traits or characteristics of strong families . Much of this 
research has been conducted under the name of family strengths (Otto, 1962), or family 
resiliency (Hawley & DeHaan, 1996; McCubbin & McCubbin, 1988). Common themes 
have emerged from this body of literature. Strong families tend to place the family as a 
top priority (Stinnett & Sauer, 1977) and they foster a strong sense of commitment to the 
family unit (Stinnett, 1979; Stinnett et a!., 1982). Even though family members have very 
busy lives, they maintain active involvement with one another by engaging in family-
centered activities that united the family, such as planning future family activities, 
working and playing together, and eating meals together (Stinnett & Sauer, 1977). In 
fact, "family togethemess"-spending time together in work or play-was a reemerging 
theme (Curran, 1983; McCubbin eta!. , 1997; Otto, 1962; Stinnett, 1979), emphasizing 
the need to carry out leadership that promotes love, happiness, and strong family ties . 
Such leadership could be carried out by helping members of the family develop 
relationship oriented skills commonly found among strong families, such as effective 
communication (Curran, 1983; McCubbin & McCubbin, 1988; Stinnett, 1979; Stinnett et 
al. , 1982), trust (Curran, 1983), and conflict resolution skills (McCubbin eta!., 1997; 
Stinnett, 1979). 
Within the field of organizational behavior, maintaining a relationship orientation 
is recognized as a critical component of effective leadership. Although one may be 
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highly proficient in the ability to see tasks carried to completion, one may fail as a leader 
if inefficient in interpersonal relations (Bass, 1990). A relationship-oriented leader is 
concerned with people and with maintaining a cohesive and supportive group culture by 
building social and emotional ties among members of a group (Bass, 1990). Thus, a 
relationship-oriented leader has a high regard for members or employees of the 
group/organization and seeks to build positive relations by initiating and supporting 
interaction among group members. Qualities or skills that may facilitate the development 
of close relationships include effective communication; the ability to deal with conflict, 
empathy, insight, authenticity, trustworthiness ; and the ability to establish personal 
relationships with others (Bass, 1990). 
One of the four characteristics setting transformational leadership apart from 
transactional leadership is the development of close working relationships with 
individuals (individualized consideration) (Bass & Avolio, 1994, 1997). The leader takes 
the initiative to learn about the desires, needs, and interests of followers on an individual 
basis . By taking a personal interest in each individual, the leader is able to delegate 
responsibility and create opportunities that meet needs for personal growth and 
development. Furthermore, through individualized interactions, a culture or climate is 
developed that fosters trust, open communication, and cooperation, and the individual is 
linked with the goals and mission of the organization, thus furthering individual growth 
and the mission of the organization. 
The need to take personal interest in individuals was also highlighted by Kouzes 
and Posner ( 1995). Within any organization, work and the hassles of life can become 
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tiring, frustrating, and discouraging; people are tempted to give up or quit. Expressions 
of appreciation, words of encouragement and genuine acts of kindness go a long way to 
buoy one's spirits and instill encouragement. From their research, Kouzes and Posner 
found that as a fundamental practice, effective leaders were concerned about the welfare 
of others and sought ways to encourage and build others up. 
Fostering Teamwork and Cooperation 
As shown in Figure 1, teamwork and cooperation play a central role in this family 
leadership model and may be a key factor in enhancing family growth and development. 
Family teamwork is defined as: the process of working together in a unified or systematic-
effort in order to foster cohesion among members of the family and/or enhance efficiency 
in carrying out activities or accomplishing a given objective. 
In effect, teamwork and cooperation defme how members of the family carry out 
necessary family tasks or activities and describe how business is to be carried out. It is 
anticipated that when those who lead the family establish a spirit of teamwork and 
cooperation, there will be greater levels of cohesion among members, tasks within the 
family will be completed in a manner that optimizes organization and functioning, and 
increased family organization will be associated with the development of support 
systems. In short, leadership directed toward the establishment of teamwork and 
cooperation within the family may be a key element in carrying out effective leadership in 
the other parts of the model. 
Although teamwork and cooperation are terms commonly used in business and an 
organizational context, literature on family life emphasizes the need for families to work 
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together cooperatively. For in tance, the tendency to spend time together in work and 
play is a trait or characteristic commonly found among healthy families (McCubbin et al., 
1997; Otto, 1962; Stinnett & Sauer, 1977). Although this research does not specify what 
it is about working together that has a positive influence on families, teamwork is thought 
to establish order and increase the efficiency with which tasks and activities are carried 
out, as well as build a sense of unity and cohesion by increasing togetherness and 
increasing subjective feelings of fairness within the family. 
In addition to working together to complete specific objectives, the need for 
couples to work together as a unified team as they fulfill parental responsibilities is 
highlighted in the literature. Research has clearly shown that high levels of interparental 
conflict is associated with negative child outcomes (Amato et al., 1995; Cummings, 
Ballard, El-Sheikh, & Lake, 1991 ; Jekielek, 1998; McNeal & Amato, 1998). 
Furthermore, the need for couples to work together and to support one another as they 
engage in parental duties has been emphasized. Gable, Belsky, and Crnic ( 1992) have 
speculated that coparenting, the extent to which couples support or undermine one 
another in parental duties, will greatly enhance our understanding of the family, especially 
as it relates to an understanding of how marriage, parenting, and child development are 
related to one another. Although a lack of research makes it difficult to determine 
whether or not coparenting has an effect on child development beyond the influence of 
marital relations and parenting (Gable, Crnic , & Belsky, 1994), Gable et a!. ( 1992) have 
suggested it is the day-to-day coparenting interactions among couples that will shed light 
on how the development of children is affected by poor marriages, thus underscoring the 
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importance of parents working together. 
Power is a critical component of teamwork that must not be overlooked. Power 
relations especially need to be addressed, given the misuse of power that is far too 
prevalent within family life (i.e., power associated with coercion and various forms of 
abuse) . The proposed theoretical framework incorporates the use of power; however, 
power must not be associated with means to control or govern in an authoritarian manner, 
rather it is to be associated with transformational leadership. With this type of leadership, 
power is to be shared and serves the purpose of building and strengthening others. 
As suggested by family life research, relationships that are based on teamwork and 
a balance of power have favorable outcomes, as compared to relationships with an 
imbalance of power. For example, from a critical analysis of 18 empirical studies using 
either self-report, observational, or behavioral measures, Gray-Little and Burks ( 1983) 
investigated the relationship between marital satisfaction and power relations between 
husbands and wives. From their analysis, they pointed out two common findings. First, 
couples characterized by a wife who was the dominant partner were generally less 
satisfied with their relationship than couples with an egalitarian relationship or a 
dominant husband. Second, studies relying upon self-report measures showed that 
couples with egalitarian relationships reported higher levels of marital satisfaction than 
couples with an imbalance in power. Their analysis also revealed that using power in a 
coercive manner was associated with marital dissatisfaction. 
The importance of couples sharing power has also been highlighted by the 
research of Gottman (Gottman, Coan, Carrere, & Swanson, 1998) and his associates. 
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Based on observations of marital interactions, findings suggested that violent marriages 
are often characterized by males who refuse to share power with, and accept influence 
from their wives . Rather than using negative affect from their wives as an indicator that 
change in the relationship is needed, violent males tend to build upon the negative affect 
of their wives through contempt, defensiveness, or belligerence, "a behavior that is 
provocative and that challenges the spouse ' s power and authority" (Gottman et al., 1998, 
p. 6). 
Building Family Networks 
Although much of this theoretical framework focuses on the provision of 
leadership in specific areas within the family, the literature in the field of family life 
emphasizes that the family does not function in isolation from its surroundings. Instead, 
members of the family are constantly interacting with, and are influenced by, their 
environments (external systems; e.g., school, work, day care, social networks, and larger 
cultural influences) (Bronfenbrenner, 1986; Bubolz & Sontag, 1993; Garbarino, 1977). 
Furthermore, the environments that members of a family are exposed to can have positive 
or negative effects on the family or its members (Garbarino, 1995). For example, gangs, 
substance use, the media, run-down neighborhoods, crime, and violence can have 
detrimental effects on the well-being of children and adults. Likewise, friends , extended 
family, supportive school environments, extracurricular and community activities, church 
groups, friendly neighborhoods, supportive work environments, and various community 
resources can act as supportive family networks and have a positive influence on the 
family. Family networking is defined as: the process of developing supportive links, or 
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connections between members of rhe fam ily and support systems external ro rhe family 
unir. These systems may rake rheform of relationships with others, mare rial resources, 
or services. 
McCubbin et al . ( 1997) emphasized the need to develop good family support 
networks. They stated: 
The family stress and coping literature is replete with emphasis on the importance 
of social support both as a protective factor and as a recovery factor. In the face 
of risks, the family draws from a network of relationships to facilitate its 
durability. In the case of a crisis, the family system not only draws from extant 
sources of support but often times will seek additional, if not unique, forms of 
support .... (McCubbin et al., p. 9) 
Although parents may not be able to buffer all of the negative effects from the 
environment to which they and their children are exposed, much could be done in terms 
of providing leadership for the family to buffer some of these negative effects. This could 
be done by attempting to avoid or monitor environments with harmful effects (i.e. , media, 
social groups that abuse substances, overly stressful jobs, etc.). Likewise, through active 
leadership, families could seek out those environments or extrafamilial resources with a 
positive and supportive influence on the family and its members. For instance, prosocial 
skills in children could be promoted as parents encourage involvement in community 
activities (e.g., boy or girl scouts, school activities, little league sports, 4-H, musicals, 
etc.), or couples could attempt to access services or resources within a community to 
address familial or individual problems that arise. Families could also seek out resources 
or positive environments by investing time into establishing and maintaining close ties 
with extended family and friends, making plans and joint decisions regarding ways to 
secure and maintain meaningful employment, or if resources are available, families could 
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choose to live in safe, friendly neighborhoods. 
In short, along with using resources within the family to enhance family 
functioning, families have a need to expand individual and family ties to people and 
resources external to the family . By attempting to buffer the negative effects of harmful 
environments and working to develop links or connections with positive environments or 
resources , support networks can be developed. Once in place, these networks could 
foster growth and development for the family and provide resources when needed. 
Connections Between Leadership Styles and Family Well-Being 
Having set forth a model outlining various areas of family life that could be 
enhanced through active leadership, it becomes necessary to describe factors or 
characteristics of effective/ineffective leadership, along with common traits or 
characteristics among strong families. By so doing, several specific hypotheses can be 
stated, relating leadership styles and various domains of family functioning. 
Leadership Styles 
After Bums ( 1978) proposed the transformational model of leadership, efforts 
were made to separate and distinguish differences between transactional and 
transformational leadership (Bass & Avolio, 1993). However, Bass and Avolio (1993) 
argued that a common problem related to leadership research is that as new findings 
emerge, there is a tendency to discount old theories and replace them with newer ones in 
order to establish different ways of thinking. Bass and Avolio not only took issue with 
this practice, but through factor analysis, they developed a model combining leadership 
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factors in transactional and transformational leadership. In essence, they observed that 
transformational leadership does not replace earlier theories of leadership, rather it builds 
upon them. Thus, there is an "augmentation effect" (a concept first identified by Bass, 
1985). From this augmentation effect (using transformational leadership to build upon 
other theories of leadership}, a greater ability to understand and predict leadership 
practices previously unaccounted for by transactional leadership has been acquired. 
From their research, Bass and Avolio (1993, 1994) identified three general 
leadership styles that were comprised of seven leadership factors. At a later date (Bass & 
Avolio, 1997), these seven factors were expanded to nine, creating finer distinctions 
between several of the factors. The three leadership styles include transformational, 
transactional, and laissez-faire leadership, and a measurement instrument, the Multifactor 
Leadership Questionnaire (Bass & Avolio, 1997), was developed to assess the nine 
factors that comprise these styles. These leadership styles, along with a description of the 
factors associated with each style, are outlined below (for details, see Bass & Avolio, 
1993, 1994, 1997). 
Transformational leadership. Transformational leadership occurs when a leader 
with a mission, or a vision, shares this vision with associates, providing a base from 
which associates begin to acquire a transformative, or qualitative change in perspectives 
or outlook. Through appeals to higher needs and ambitions, transformational leaders 
become agents where by associates work toward a higher potential and develop 
motivation and a willingness to make personal sacrifices for the benefit of the group. A 
defining characteristic of a transformational leader is one who serves as a mentor to 
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associates and through individualized interactions and the provision of opportunities that 
foster growth, develops associates who also become transformational leaders. 
Transformational leadership is characterized by the following five factors: 
I. Idealized Attributes: Leaders with idealized attributes are among the highest 
caliber of leaders and are very influential among their associates. These leaders hold 
credibility and are admired among their associates for their sense of mission and 
attributes such as integrity, authenticity, and high standards. Such leaders are willing to 
make sacrifices for the benefit of others and they help associates achieve their full 
potential by setting challenging goals. The defining characteristic of an idealized leader 
is that they are highly looked up to and their associates seek to identify with them. 
2. Idealized Behaviors: Idealized behaviors refer to the extent to which leaders 
engage in behaviors that encourage their associates to look up to and seek to identify with 
them. 
3. Inspirational Motivation: Inspirational leaders motivate and inspire others by 
increasing awareness and understanding of mutually desired goals through the use of 
symbols and emotional appeals. These leaders are able to express a sense of purpose and 
meaning, and they have an ability to help others visualize possibilities. 
4. Intellectual Stimulation: Transformational leaders intellectually stimulate 
associates by encouraging them to question their values, beliefs, and assumptions in order 
to "think about old problems in new ways." As a result of such leadership, associates 
develop a greater awareness and understanding of how to deal with problems efficiently, 
independent of the leader. 
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5. Individualized Consideration: Transformational leaders foster individual 
growth in associates by providing individualized opportunities to grow and by serving as 
mentors. Through one-on-one interactions with leaders, associates are treated as unique 
individuals and attempts are made by the leader to elevate the needs of each associate. 
Transactional leadership. Transformational leadership is built upon necessary 
components of transactional leadership. Through transactional leadership, leaders clarify 
how the needs and desires of associates will be fulfilled as the associates work toward 
meeting objectives. As the leader consistently honors agreements, traits needed for 
transformational leadership develop, such as trust and dependability. Along with 
distributing rewards (which serve the purpose of motivating and fostering initiative in 
associates), active transactional leaders work to prevent problems from occurring. In this 
way, transactional leadership plays a necessary role in effective leadership. However, if 
all a leader does is monitor mistakes, growth of individuals and the organization can be 
stifled. Three factors are used to define transactional leadership: contingent reward and 
management-by-exception (active and passive). 
6. Contingent Reward: Rewards are administered to associates contingent upon 
the achievement of agreed-upon conditions. In essence, a reinforcing transaction takes 
place between the leader and associates . The leader specifies objectives to be 
accomplished and enters into an agreement with associates whereby associates are 
rewarded for fulfilling their part of the agreement. Transactional leaders are more 
effective when associates' needs are identified and linked with rewards. 
7. Management-by-Exception (A ctive): The leader actively monitors the 
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performance of associates and is quick to call attention to mistakes or problems needing 
correction. Under the leadership of a leader who only monitors problems, associates tend 
to follow conventional ways of doing things and avoid taking risks , thus, decreasing the 
chances of making mistakes. This type of leadership tends to discourage high levels of 
performance; associates merely meet traditional standards and avoid innovative ideas. 
8. Management-by-Exception (Passive): Rather than actively monitoring 
problems, the leader waits until problems occur before taking action. Problems are often 
ignored until they become serious. 
Nonleadership. Negative outcomes are associated with this leaderless style. 
9. Laissez-faire: Laissez-faire is an absence of leadership. Under this style, there 
is a pattern of inactivity-the "leader" is uninvolved, delays making decisions, and avoids 
important issues. Furthermore, expectations for associates are absent and the needs of 
associates are unsatisfied. 
Empirical findings for transformational leadership. Research indicates that the 
optimal profile of leadership consists of a high frequency of behaviors associated with 
contingent reward and the factors that comprise transformational leadership (Bass & 
Avolio, 1993, 1994, 1997). Likewise, 1aissez-faire or a passive management-by-
exception style of leadership is regarded by followers as ineffective. Numerous studies 
have been carried out to assess the relationship between behaviors associated with 
transformational/transactional leadership and some outcome variable, such as associate 
satisfaction of leadership or leadership effectiveness (for a review, see Bass & Avolio, 
1993 ). These variables were assessed using a single source, such as the associates of 
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leaders; moreover. studies focused on leadership from a wide range of settings, such as 
army officers, religious leaders , and vice presidents. An analysis of the many studies that 
assessed the relationship between leadership and leadership outcomes (i.e. , satisfaction 
with or effectiveness of leadership) revealed that Pearson correlation coefficients 
associated with transformational leadership generally ranged from .6 to .8, coefficients 
associated with transactional leadership typically ranged from .4 to .6, and coefficients for 
laissez-faire leadership typically ranged from -.3 to -.6 (Bass & Avolio, 1993). These 
findings support the concept of an augmentation effect, that is, transformational 
leadership builds upon transactional leadership and increases the ability to accurately 
predict the effectiveness of leadership performance and accounts for leadership efforts 
that transactional leadership is unable to account for. 
Factors Associated with Family Well-Being 
Using established and accepted theoretical constructs of strong families, 
Halvorsen (1992) developed The Family Profile, a measurement instrument used to 
assess the well-being of families (for a detailed review, see Halvorsen, 1992). 
Theoretical constructs used to develop the instrument were derived from comprehensive 
reviews of theories and conceptual models of family functioning, family assessment 
instruments, and existing literature specifying the characteristics associated with strong 
healthy families. Based on these sources, 13 dimensions/constructs were recognized as 
important dimensions of family life and were psychometrically evaluated in order to 
establish properties of reliability and validity. 
The Family Profile was evaluated using item and scale analysis (means, standard 
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deviations, and distribution characteristics of all of the items and construct/scales); item-
scale and scale-scale correlations using Pearson correlation coefficients; and principal 
components factor analysis. Internal consistency was evaluated using Cronbach 's alpha. 
In addition to item and scale analysis, social desirability response bias was assessed by 
correlating each item with a scale score from the Marlowe-Crowne Social Desirability 
Scale. As reported by Halvorsen (1992), these correlations were low, ranging from .01 to 
.14, with 80% of the family item-social desirability correlations ranging from .01 to .09. 
As listed in Table A2 in Appendix A, The Family Profile is comprised of 90 
items, with 13 dimensions/constructs that define or make up six main factors. The 
means, standard deviations, and alpha coefficients for each factor and construct are also 
listed in Table A2, along with the percent of variance associated with each of the six 
factors. The six factors, representing dimensions of family functioning or family well-
being, include the following: 
The Family Profile 
I. Family Concordance: assesses the family's level of affection/love/support, 
ability to communicate and cope with problems, willingness to accept expressions of 
individuality, level of commitment to one another, and atmosphere. 
2. Family Discordance: reflects characteristics that tend to create difficulties 
within families, such as competition for power or attention, impulsivity, and conflict. 
3. Marital Strength: refers to the level of support and cohesiveness within the 
marital union. 
4. Active Involvement: reflects the family ' s "togetherness" (time spent together) 
and the openness/closeness of the family' s external boundaries (e.g. , extent to which 
members engage in activities external to the family). 
5. Religiosity: measures the family's level of commitment or involvement in 
religious affairs. 
6. Parental Leadership: indicates whether or not leadership within the family is 
dominated by the husband or wife, or whether leadership is more egalitarian. 
Specifying Relationships Between Leadership Styles and Family Well-Being 
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In the field of organizational behavior, empirical research shows that a 
transformational style of leadership is associated with optimal performance/outcomes, 
followed by transactional contingent reward leadership (an active style of leadership) 
(Bass & Avolio, 1993, 1997). The passive styles of leadership (management-by-
exception [passive) and laissez-faire) have been shown to be least effective and are often 
associated with negative outcomes. In accordance with these findings , a research 
question related to the family arises: Are there differences in family outcomes based upon 
the leadership style of the parents? 
This research question can be tested using the three general leadership styles 
(comprised of nine factors) associated with the Multifactor Leadership Questionnaire 
(MLQ) and the six factors of The Family Profile. A closer examination of the six factors 
comprising The Family Profile reveals that family concordance, marital strength, active 
involvement, and religiosity are scales representing traits that have been clearly identified 
in the literature as having a positive influence on families. On the other hand, the family 
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discordance scale assesses traits or characteristics expected to have a negative influence 
on families . Thus, in comparison to the factors that comprise transactional or laissez-
faire leadership, factors associated with transformational leadership are expected to have 
a stronger relationship with scales that have a positive influence on family functioning, 
and a stronger negative relationship with family discordance. Furthermore, one would 
expect the factors associated with the passive styles of leadership (management-by-
exception [passive] and laissez-faire) to have less favorable outcomes when compared 
with the active styles of transactional leadership. Specifically, one would expect passive 
styles of leadership to have a positive relationship with family discordance, and a small or 
negative relationship with those scales expected to have a positive influence on family 
functioning. 
These expected relationships between leadership styles and family outcomes are 
illustrated in Figure 2. In order to interpret this diagram, it must be acknowledged that 
when focusing on couples, both the husbands and the wives have a leadership style, 
resulting in nine husband-wife leadership combinations (shown in Figure 3). These nine 
leadership combinations are represented by the boxes and circles in Figure 2, which fall 
under the areas representing active, transactional, or passive leadership. As illustrated, 
the two boxes depicting combinations 2 and 4 and combinations 6 and 8 fall under more 
than one style of leadership, representing the different types of leadership combinations 
that can arise among couples. The two circles represent couples with an active and a 
passive member. As illustrated by the vertical line near the center of the figure , positive 
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Figure 2. Husband-wife leadership combinations and anticipated family outcomes. 
Husband 
Transformational Transactional Laissez-Faire 
Wife Transformational I 2 3 
Transactional 4 5 6 
Laissez-Faire 7 8 9 
Figure 3. Combinations of husband-wife leadership styles. 
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Based on these expected relationships, the nine leadership factors associated with 
Bass and Avolio (1997) and the factors comprising The Family Profile have been used to 
form three hypotheses. 
Hypothesis I: Couples who exhibit high levels of attributes and behaviors 
associated with the factors comprising transfonnational/eadership (combinations 1, 2 
and 4 in Figure 2) have higher scores (as scored by children) on Family Concordance, 
Marital Strength, Active Involvement, and Religiosity, and lower scores on Family 
Discordance, than couples who exhibit lower levels of transformational behaviors or 
attributes (other leadership combinations in Figure 2). 
Hypothesis 2: Couples who are active transactional leaders (combination 5 in 
Figure 2) (exhibit high levels of behavior associated with the active dimensions of 
transactional leadership and low to moderate levels of behavior associated with 
transformational leadership) have family outcome scores (on the positive dimensions of 
family well-being, as well as Family Discordance) falling in between that of 
transformational leaders and passive leaders. 
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Hypothesis 3: Compared to couples with active styles of leadership, couples 
characterized by passive leadership styles (combinations 6, 8, and 9 in Figure 2) exhibit 
the highest scores (as scored by children) on Family Discordance and lowest scores on the 
positive dimensions of family well-being: Family Concordance, Marital Strength, Active 
Involvement, and Religiosity. 
Summary of Literature Review and Conclusions 
As noted in the first chapter, the purpose of this research was to develop a model 
of leadership within the context of the family and to test a part of this model. By using 
literature from organizational behavior and family life, a framework has been set forth in 
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this chapter by highlighting five important domains of family life that may be enhanced 
through effect ive leadership. These domains include: ( I) vision, the creation of a mental 
image that has the potential to provide a sense of direction for the family and serves as the 
basis from which family goals and objectives can be established, (2) task orientation, an 
emphasis on completing activities or carrying out responsibilities needed to achieve goals 
or desirable outcomes, (3) relationship orientation, the development of close social and 
emotional ties among members of a family, (4) cooperation/teamwork, uniting the efforts 
of family members in order to accomplish a given task and achieve a sense of cohesion, 
and (5) networking, the development of support systems external to the family that foster 
growth and development 
Literature from organizational behavior and family life suggests that family 
leadership may be an important aspec t of family life. Although family strengths and 
resiliency have received considerable research attention, leadership has been neglected. 
This major gap in the family life literature is quite obvious and the research plan. as 
outlined in Chapter ill, makes an important and needed contribution by beginning to test 




The first objective of this study was addressed by developing a theoretical 
framework of family leadership. This chapter focuses on the second objective, testing an 
aspect of the theoretical model-whether or not active husband-wife leadership styles are 
associated with favorable family outcomes, as compared to styles that are less active. In 
Chapter II, three specific hypotheses were formed. Essentially is was hypothesized that 
families with higher levels of active husband-wife leadership would be associated with 
favorable family outcomes. 
Sample 
General Sample Information 
Given the exploratory nature of this study and the limited resources, a nonrandom 
sample was used. Although this sample poses limitations relative to the generalization of 
results, a convenience sample meets the needs of this study by enabling the researcher to 
test the hypotheses with a more narrowly defined sample and to explore relationships 
among the variables. 
Families for this study were recruited through the assistance of students enrolled 
in undergraduate classes in Family and Human Development or Management of Human 
Resources at Utah State University. Prior to this recruitment process, permission was 
granted from the Institutional Review Board (IRB) at Utah State University to collect data 
from these families (see Appendix B for letter from IRB). There were two ways students 
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were e ligible to receive extra credit for their assistance. First, students were able to 
participate in the study as an adult child by completing the outcome measure for their 
family of origin and by distributing and collecting completed questionnaires from both 
their mother and father. Second, if students came from families that did not meet the 
criteria for inclusion in the study, or if they or their parents were not willing to participate 
in the study, they were able to provide assistance by distributing and collecting completed 
questionnaires from a family who did meet the criteria and was willing to participate in 
the study. 
Two hundred and thirty-one intact two-parent families were included in this study. 
From each family, data were collected from the father, mother, and one of their adult 
children. In order for families to be included in the sample, two criteria had to be met: (I) 
both the husband and wife had to be in their fi rst marriage and living within the same 
household at the time of the study, and (2) their child from whom data were collected had 
to be around the age of college students. Establishing criteria that included intact families 
and eliminating other family structures from the sample was done in order to control for 
outcome differences that may exist in different family structures . 
In order to obtain a wide range of various leadership styles and differences in 
family outcomes, a large sample is desirable . Prior to collecting data, a goal was set to 
collect questionnaires from a sample of 200 families . This goal was exceeded, with data 
collected from 244 families . Of these 244, data from 13 of the families could not be used, 
resulting in 231 families that were included in the sample. Respondents were eliminated 
from the sample if they did not meet the specified criteria for inclusion, they returned 
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questionnaires with response sets or large portions of the questionnaire not completed, or 
if the researcher had reasons to believe that questionnaires may have been completed by a 
single member of a family. 
Demographic Characteristics of the Sample 
Demographic characteristics of the sample are listed in Table Cl (adult children), 
Table C2 (fathers), and Table C3 (mothers) in Appendix C. The mean age for the adult 
children was approximately 23 years of age, with a standard deviation of 4.4 and a range 
from 17 to 51 years of age. Twenty-nine percent of the children in the sample were males 
and 69 % were females . At the time questionnaires were completed, 63% of these 
children had never been married and 34% were married. The majority of the children 
were undergraduate university students. As such, 30% of them did not have current jobs, 
52% worked part-time, and 17% had full-time jobs. In terms of religion, 94% of the child 
participants listed The Church of Jesus Christ of Latter-day Saints (LOS) as their 
religious preference and 4% listed other denominations. These percentages corresponded 
to religious preferences as reported by mothers and fathers. 
Demographic data from husbands and wives were collected independent from one 
another. The mean age for fathers was 51.8 years with an age span from 39 to 79 years. 
For mothers, the mean age was 49.4 years and ranged from 37 to 73 years . Although the 
responses from husbands and wives were not always consistent (e.g., the number of years 
married, household income, etc.), the average difference on variables corresponding to 
the husband-wife relationship or the family was quite small. The number of years 
couples had been married ranged from 6 (most likely cohabited prior to marriage) to over 
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50 years, although on average, couples in the sample had been married approximately 29 
years (mean). 
As reflected by levels of education, occupations, and income, a high percentage of 
the couples in this sample were of upper-middle to upper socioeconomic status. Sixty-
two percent of the fathers and 42% of the mothers had received at least a four-year 
degree. In addition, 44% of the mothers and 28% of the fathers had attended some 
college. Related to occupations, the majority (52%) of the fathers were in 
professional/technical/managerial positions, followed by clerical/sales (13%). For 
mothers, 39% listed homemaker as their primary responsibility, followed by positions in 
professional/technical/managerial (36%) and clerical/sales (16%) professions. Only II to 
13% of the fathers and mothers in this sample reported making a household income less 
than $40,000 per year. In terms of measuring income, there was a ceiling effect on the 
measurement scale, with 49 to 50% of the husbands and wives reporting a household 
income above $60,000 per year. 
Data Collection Procedures 
As pointed out by Lorenz, Conger, Simon, Whitbeck, and Elder (1991) and 
McNeal and Amato (1998), the relationship between the independent and dependent 
variables is likely to be inflated when subjects complete the measure for both the 
independent and the dependent variable. This inflation is likely to be a result of common 
method variance. In other words, if a subject has a given bias that affects how he/she 
responds to a given measure, that same bias is likely to affect how he/she responds to 
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other measures, creating an inflated relationship between the independent and dependent 
variable. In order to avoid this inflation, data for the independent and dependent variable 
for each family were completed by independent sources. 
To collect completed questionnaires for the independent and dependent variable, a 
two-phase process was used. The first phase consisted of administering and collecting 
The Family Profile from adult children. The Family Profile is the outcome measure used 
to assesses the dependent variable, well-being of the family. In the instructions for 
completing The Family Profile , children were instructed to respond to each item based on 
their experience living within their household with their parents. The second phase of the 
data collection process consisted of administering and collecting the Multifactor 
Leadership Questionnaire (MLQ) from parents. This measure was used to assesses the 
independent variable, the parents' leadership styles. 
Students were asked to assist in the study by distributing questionnaires to the 
father, mother, and the adult child of each family . For most of the students, their families 
qualified for inclusion in the study and the student was able to complete The Family 
Profile as the adult child. In addition to distributing questionnaires, the students were 
responsible for making arrangements to collect completed questionnaires (via mail or in 
person) in sealed envelopes. To increase the response rate, students were encouraged to 
contact potential respondents prior to delivering the questionnaires in order to assess 
willingness to participate in the study. 
In order to give instructions and begin collecting data, the researcher met with 
students in four undergraduate university classes (three classes in Family and Human 
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Development and one class in Management of Human Resources). During the first visit 
to each class , the researcher informed the students as to the nature of the study, asked for 
their assistance, and gave the students al l of the instructions and material needed for the 
first and second phase of the study. In two of the four classes, time was granted and the 
researcher received permission to administer The Family Profile during the initial visit. 
Giving the students class time to complete the questionnaire allowed for optimal testing 
conditions. Participants were able to complete the questionnaire independent of other 
members of the family and the researcher was able to answer questions as they arose. 
The needed material was enclosed inside two envelopes that were bound together 
with a rubber band. One envelope contained the material for the child and the other 
envelope contained material for the parents. In order to distinguish between the two 
envelopes, the word "Child" or "Parent" was written on the outside of each envelope. 
The Family Profile, demographic questions, and instructions to the students who assisted 
in the study were placed in the envelope for the child (located in Appendix D). The 
envelope for the parents contained two copies of the MLQ and accompanying 
demographic questions, a card which could be sent to the researcher in order to request a 
copy of the results, an extra envelope with the university' s address, and a brief letter. 
This letter explained the nature of the study, the manner in which families can benefit 
from the research, the role of the student in the data collection process, confidentiality, 
the importance of completing questionnaires independent from one's spouse or other 
members of the family, and a commitment from the researcher to provide each respondent 
with a copy of the results when requested (letter and MLQ found in Appendix E). Each 
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copy of the M LQ was labeled "Mother Form" or " Father Form" to distinguish between 
the questionnaire to be completed by the mother or father. These labels were emphasized 
by highlighting them with a bright fluorescent yellow or pink marker. 
In order to pair completed questionnaires from all three members of a family, a 
number was written at the top of the left-hand comer on the father, mother, and child 
forms. This same number was also written on a 3 X 5 card and inserted into the envelope 
containing the questionnaire for the adult child. This card enabled the researcher to 
assign extra credit to students who assisted in the study. During the initial visit to the 
classroom, students were asked to simply write their name on the 3 X 5 card with the 
accompanying number and give it to the instructor. Extra credit was assigned when the 
corresponding numbers on the father, mother, and child forms were completed and turned 
in to the researcher. 
The initial visits to the four classes took place between March 15 to March 31, 
1999. Although most of the sets of questionnaires were completed and returned during 
the first 3 weeks of the initial visit to each class, all of the 244 sets had been collected by 
May 3. During each initial visit, the packet of envelopes containing questionnaires was 
given to each student who was interested in assisting in the study. A total of 266 sets of 
questionnaires was handed out to students in the four classes. Two hundred sixty-six 
sets, 244 completed sets were returned (92%), consisting of the questionnaire for the 
father, mother, and child. As mentioned, 13 of the 244 sets of questionnaires could not 
be used in the sample for various reasons, reducing the sample size to 231 families. Of 
the 244 sets, 54 mother-father pairs of questionnaires and two child forms were returned 
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to the university through the mail. The re t of the completed questionnaires were 
collected in-person from the students, either in class or from students who dropped them 
off in a designated office. In order to help increase the response rate, following the initial 
visit, the researcher attended the first or last part of each class on multiple occasions. 
This allowed the researcher to collect completed questionnaires, encourage the students to 
continue collecting data, answer questions, and deliver material to students who missed 
the initial class visit. To help students feel a sense of anonymity, a drop box was 
provided each time completed questionnaires were collected in class. 
Measures 
Multifactor Leadership Questionnaire 
The independent variable, style of leadership, was measured using the Multifactor 
Leadership Questionnaire (MLQ) (Bass & Avolio, 1995). The MLQ was selected 
because this instrument corresponds closely with the needs of this study. Specifical ly, the 
MLQ was developed to assess a full range of leadership styles commonly associated with 
highly effective and ineffective leaders. Although it was designed to assess leadership 
styles within the context of a business or an organization other than the family, the items 
appear to be applicable to mothers and fathers and the instrument contains terminology 
that is more likely to be understood by parents, as compared to other instruments 
measuring leadership (Note: There are no current instruments designed to specifically 
measure leadership within the context of the family). In addition, the measure is 
relatively simple to complete and has desirable psychometric properties. The MLQ is a 
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widely used measure developed by Bass and Avolio, prominent researchers in the field of 
organizational behavior, and was available through Mind Garden for $100 for 
approximately 480 copies (see Appendix F for letters of permission to use MLQ the The 
Family Profile). Permission was granted to modify the instructions so that parents could 
be instructed to complete the items strictly based on the context of their own family . 
The MLQ follows the format of a 5-point Likert type scale and is comprised of 45 
items. For each item, a statement about a leadership characteristic is made and response 
alternatives are provided on a scale from zero (Not at all) to four (Frequently, if not 
always), respondents rate the extent to which a characteristic applies to them. Using the 
MLQ, three broad leadership styles ranging from highly active to the avoidance of 
leadership are assessed: transformational, transactional, and laissez-faire, an absence of 
leadership (Bass & Avolio, 1997). As reviewed in Chapter II, transformational leadership 
is a leadership style that builds upon transactional leadership and corresponds with the 
most effective leaders . This style is assessed using five scales that are associated with 
key components of transformational leadership: Idealized Influence (Attributed), 
Idealized Influence (Behavior), Inspirational Motivation, Intellectual Stimulation, and 
Individualized Consideration (for a description of the factors associated with these three 
types of leadership, see Chapter m. Thus, high scores on these five scales would be 
indicative of transformational leadership. 
Transactional leadership is a type of leadership characterized by the leader 
administering rewards or discipline to followers, depending upon the quality of 
performance given (Bass & Avolio, 1994). Although this type of leadership has been 
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shown to be effective, it is less effective than a transformational style of leadership. 
Transactional leadership is assessed using three scales-Contingent Reward, Management-
by-Exception (Active) , and Management-by-Exception (Passive). Contingent Reward 
occurs when the leader administers positive rewards, contingent upon performance or the 
completion of an agreed upon outcome. Management-by-exception is a style of 
leadership with characteristics that are needed in some situations; however, generally 
speaking it is an ineffective style of leadership (Bass & Avolio, 1994). There are two 
styles of management-by-exception-active and passive. Management-by-exception 
(active) is characterized by actively monitoring mistakes or the violation of standards and 
correcting such problems as needed. In comparison, management-by-exception (passive) 
is associated with passively waiting until problems arise and then taking action to correct 
the grievance. 
As indicated by research, laissez-faire is an ineffective style of organizational 
leadership (Bass & Avolio, 1994). Essentially, laissez-faire is an absence or an avoidance 
of leadership and is the most inactive of the styles. This style was assessed using one 
scale. 
Each one of the nine scales for the MLQ is composed of four items, adding up to 
36 items. In addition to these nine scales or factors, this instrument has three leadership 
outcome scales: Extra Effort (three items), Effectiveness (four items), and Satisfaction 
(two items), for a total of 45 items. Instead of using these three outcome scales for this 
study, a family outcome measure was used (The Family Profile) , although these scales 
were included in the questionnaires for future data analyses. The MLQ takes 
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approximately 6-8 minutes to complete. 
Psychometric properties for the MLQ (Form 5X) were established using 14 
studies, representing 3,570 respondents from diverse organizations and settings, including 
business, military, health care, industrial, and governmental organizations (Bass & 
Avolio, 1997). Nine of the 14 studies, representing 2,080 respondents, provided samples 
for validation of the MLQ, while the other five studies provided samples for cross-
validation. Means, standard deviations, reliability coefficients, and standard errors of 
measurement (SEM) for each of the factors associated with transformational, 
transactional, and nontransactionalleadership are listed in Table AI in Appendix A. In 
addition, the psychometric properties are listed for each of the three outcome scales-extra 
effort, effectiveness, and satisfaction. All of the 2,080 respondents from the nine 
validation samples are the associates of leaders who completed the MLQ to evaluate the 
leadership abilities of the leader with whom they associated. Factor scores based on the 
self-ratings of leaders tend to be inflated as compared to the ratings of their associates, 
and reliability coefficients tend to be lower than coefficients derived from the ratings of 
associates. As shown in Table A I (Appendix A), reliability coefficients using Spearman 
Brown's estimated reliability formula range from .81 to .96 and the mean is based on 
values used for the 5-point Likert type scale (0 to 4). 
For the 12 scales (nine leadership scales and three outcome scales), reliability 
coefficients (Cronbach's alpha) were adequate, ranging from .74 to .94 for the validation 
sample and .73 to .93 for the cross-validation sample (see Table AI in Appendix A) (Bass 
& Avolio, 1997). Although most of the scales had reliability estimates ranging above .85, 
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lower estimates have generally been observed for the Management-by-Exception and 
Laissez-Faire Scales (Bass & Avolio, 1997). Confirmatory factor analysis was used to 
assess whether or not the validation and cross-validation samples confirmed the 
leadership model using the nine scales. Using a sample size of 1,394 respondents, a value 
of .91 (.88 for the cross-validation sample) was obtained for a goodness of fit index and a 
value of .04 (.05 for the cross-validation sample) was obtained for the root mean square 
residual. 
Once the MLQ was completed by each mother and father and responses were 
entered into the computer for analysis, each participant received a scale score for each of 
the nine scales that comprise transformational, transactional, and laissez-faire leadership. 
Scale scores were computed by summing each of the four items associated with each 
factor, and dividing by four, to get the mean. Missing values in a given scale were 
handled by taking the mean value of the items that were completed. None of the items in 
the MLQ needed to be reversed scored. A high score on a given scale can be interpreted 
as possessing attributes, or having the tendency to engage in leadership behaviors 
associated with that scale. Thus, if one is a "transformational leader," that person will 
most likely score high on multiple scales associated with this style of leadership. This 
holds true for transactional leadership, although laissez-faire only has one scale. 
If one scored high on the scales comprising transformational leadership, that 
individual would most likely score low on the scales assessing the passive forms of 
leadership, since active and passive styles of leadership are opposite in nature. However, 
one who scores high on the transformational scales could also score high on contingent 
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management. given that all of these cales assess active, positive forms of leadership and 
transformational leadership builds upon the active transactional leadership. 
The Family Profile 
The Family Profile (Halvorsen, 1992), a 90-item self-report measure that takes an 
average of I 0 minutes to complete, was used to assess the dependent variable, functioni ng 
within the family. The Family Profile was selected for this study because of its 
psychometric properties and its ability to assess various aspects of family functioning. 
Although there are many instruments that measure family well-being or family 
functioning, theoretical constructs were used when developing this instrument and the 
instrument appears to encompass a wide range of important areas relevant to the health 
and well-being of families. 
The Family Profile is comprised of 13 dimensions of family functioning that 
cluster into 6 central factors-family concordance, family discordance, marital strength, 
active involvement, religiosity, and parental leadership (Halvorsen, 1992). Like the 
MLQ, each person who completed The Family Profile received a scale score for each of 
the 13 scales, representing various dimensions of family functioning. During 
construction of the measure , constructs were derived from contemporary family theory 
and empirical research on family strengths, thus maintaining a focus on health and 
supporting content and construct validity. Psychometric properties for The Family 
Profile were established using a sample of 862 respondents. Table A2 in Appendix A 
li ts the 13 dimensions of family functioning that fall under the six factors, the total 
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number of items included in each factor, the range of factor loadings for the items under 
each factor, eigenvalues, and the percent of variance accounted for by each factor. Table 
A2 also lists the mean, standard deviation , and Cronbach's alpha for each of the six 
factors and each of the 13 dimensions of family functioning. 
Reliability also was estimated using test-retest data from two smaller samples 
(Halvorsen, 1992). On one of these samples, the researcher was unable to pair the cores 
from the pre and post test; however, there was no significant difference between the pre 
and post-test when treating the data as group data. By using a second sample of 65 
respondents, a reliability coefficient of r = .93 was obtained using test-retest data with 14-
21 days separating the test administrations. 
Analyses 
Once the parent's leadership styles were assessed using the MLQ and family 
outcome data were collected from the adult children using The Family Profile, the data 
were analyzed in order to assess whether or not theoretical concepts from the field of 
organizational behavior were applicable within the context of the family. Research from 
the field of organizational behavior has shown that optimal styles of leadership are 
associated with favorable outcomes, such as increased work performance, effectiveness in 
leading others, and higher levels of satisfaction with leadership from the associates of 
leaders (Bass, 1994; Bass & Avolio, 1993, 1997). In addition to these favorable 
outcomes, it is anticipated that within the context of the family, effective leadership styles 
will also be associated with positive outcomes. Specifically, the three hypotheses were 
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fonned to specify expected relationship between leadership styles and family outcomes. 
As a means of testing these hypotheses, husband-wife leadership combinations 
were fonned. This was done by treating each couple as the unit of analysis and utilizing 
cluster analysis to place couples into clusters, based on similarities in the way couples 
answered the items on the MLQ. Scores for the different dimensions (factors) of the 
dependent variable (family well-being) were computed by summing all of the items 
associated with each dimension, creating a continuous level variable for each dimension 
of fami ly well-being. These factors/scales were then used to assess whether or not 
differences in family outcomes existed among the different clusters of husband-wife 
leadership styles. All of the statistical procedures were conducted using SPSS 8.0 for 
Windows. The alpha level to determine if results were statistically significant was set at 




Family leadership, as proposed by the theoretical model, is based upon 
transformational leadership. Related to this aspect of the family leadership model , three 
specific hypotheses were stated in Chapter II. Essentially, the expected relationships 
between husband-wife leadership styles and family outcomes were stated, with active 
leadership styles expected to be associated with favorable family outcomes. The purpose 
of this chapter was to report the findings from this study. This goal was accomplished by 
describing the statistical procedures used to test the hypotheses and by summarizing the 
findings . 
Statistical Procedures 
Data were first entered into the computer using SPSS 8.0 for Windows. All of the 
data for each family were entered on one line and in order, starting with the adult child, 
then the father and mother. After all of the data were entered, the following statistical 
procedures were conducted: (a) Descriptive statistics were computed in order to analyze 
the data by various demographic variables; (b) exploratory factor analysis was then 
conducted with data from each measure in order to create factors using the data that were 
obtained from the sample. This procedure was also used to assess whether or not the 
factors that were extracted were consistent with and confirmed the factors from the 
theoretical model for each measure; (c) once the factors for each measure were identified, 
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reliabil ity and validity were asses ed by computing alpha coefficients and generating 
correlation matrices for the factors of each measure; (d) using the factors associated with 
the MLQ, cluster analysis was used to examine different combinations of husband-wife 
leadership styles; (e) finally, using discriminant analysis, the hypotheses were tested by 
comparing the various combinations of husband-wife leadership styles to see if 
significant differences in family outcomes existed. 
Exploratory Factor Analysis with MLO 
Factor analysis was conducted using the 36 items from the MLQ for all of the 
fathers and mothers in the sample. Factors were extracted using the principal components 
method and missing values were exc luded using the listwise procedure, resulting in ann 
of 425. When the number of factors to be extracted was not forced into a specified 
number and factors with eigenvalues that exceeded one were retained, eight factors were 
extracted, with 56% of the total variance in the sample explained by these eight factors . 
However, when examining the scree plot, which plots the total variance associated with 
each factor, there was a distinct break in the steep slope after the fifth factor, suggesting a 
five-factor model. When a five-factor model was generated, the percent of total variance 
explained by the five factors was reduced from 56% (eight-factor solution) to 46%. 
When a six-factor model was examined, the percent of total variance explained only 
increased from 46% to 49%. Thus, in order to account for as much of the total variance 
as possible and still be parsimonious in the number of factors that are included in the 
model , a five-factor model was selected to represent different leadership styles. After 
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extract ing the factors, a simple structure was created by rotating the fac tors using the 
Yarimax method. Table G I in Appendix G lists the five factors for the MLQ, along with 
the factor loadings for each factor. The second column in the table li sts the MLQ scale 
with which each item is associated. These scales represent the theoretical model for the 
MLQ (Bass & Avolio, 1997). The other columns in Table Gl allow for a comparison 
between the factor strucrure that was created using the sample of interest and the 
theoretical factor model , which was developed using samples from various organizational 
contexts (Bass & Avolio, 1997). 
As shown, Factor 1 is only made up of items that correspond with 
transformational leadership, except for item 35, which corresponds with the transactional 
scale, Contingent Reward. The association of item 35 with the other transformational 
items is not beyond that which might be expected, given that transformational leadership 
builds upon the active characteristics of transactional leadership, as measured by the 
Contingent Reward Scale (item II ). Along with Factor I, Factor 2 is composed of items 
that correspond with transformational leadership and one item from the Contingent 
Reward Scale. Factor 2, however, seems to emphasize items that correspond with the 
transformational scale, Idealized Influence (Attributed). Factor 3 is strictly made up of 
items that correspond with the passive dimensions of leadership, as assessed by the 
Management-by-Exception (Passive) and the Laissez-Faire Scales. In Factor 4, the 
Intellectual Stimulation dimension of transformational leadership is very apparent, with 
all four of the items that correspond with the Intellectual Stimulation Scale comprising 
this factor. Factor 5 corresponds with the Management-by-Exception (Active) Scale, 
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with all four of the scale items falling under this factor with factor loadings above .60. 
Given that the factor structure that was created corresponds closely with the theoretical 
model for the MLQ , the theoretical model, with its accompanying scales, was used as the 
model to test the hypotheses . 
Exploratory Factor Analysis with The 
F amilv Profile 
Using the 90 items from The Family Profile and the 231 adult children in the 
sample, factor analysis was conducted. The purpose of this analysis was to assess how 
well the data from the sample fit the factor structure associated with The Family Profile, 
as reported by Halvorsen ( 1992). As with the factor analysis with the MLQ items, factors 
were extracted using the principal components method. Missing data were treated using 
the listwise procedure, which decreased the sample from 231 cases to 200. When the 
criteria for selecting factors were based on selecting factors with an eigenvalue greater 
than one, 15 factors were extracted, accounting for 72.0% of the total variance. The scree 
plot, however, suggested a five-factor solution, as evident by a leveling off of the total 
variance associated with each variable following the fifth factor. When a five-factor 
model was created and compared to a six-factor model, the difference in the total variance 
explained by the two models was small. The five-factor model was associated with 
56.6% of the variance, whereas the six-factor model was associated with 58.7%. Thus a 
five-factor solution was selected to represent the different dimensions of family 
functioning. 
Once these five factors were selected, they were rotated using the V arimax 
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method. Table G2 in Appendix G li sts the five factors that were extracted from the items 
comprising The Family Profile. As evident by the items that correspond with the scales 
of this measure (indicated in column 2) , the data from this sample closely match the 
theoretical model for The Family Profile . As shown in column 2, all of the items for 
Factor I correspond with the Family Concordance Scale of The Family Profile. For 
Factor 2, all of the items except 2, 24, and 40 correspond with the Family Discordance 
Scale. As shown, the other factors also closely correspond with respective scales from 
The Family Profile. Because the factor structure that was created is very similar to the 
structure for The Family Profile, this measure, with its respective six scales, was used to 
represent the various dimensions of family functioning for this sample. 
Psychometric Values 
Multifactor Leadershie Questionnaire. The MLQ has been used extensively 
within the context of assessing leadership styles in organizational settings. Based on 
research that has been conducted with the MLQ and these samples, this instrument is 
associated with having high reliability coefficients and has received support for 
measuring that which it is intended to measure (for details, see Chapter UI). Now it 
becomes necessary to assess the reliability and validity of the MLQ using families in the 
sample for this study. 
Reliability for each of the nine scales comprising the MLQ was estimated using 
Cronbach alpha coefficients. Each scale contained four items and was created by taking 
the mean of the items associated with the scale. Missing data were treated using the 
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list wise procedure. Because this procedure eliminated a case if it had any missing values 
for a given scale, the !l size used to calculate reliability coefficients fluctuated from scale 
to scale, ranging from !J = 447 to !J = 461. Table I shows the alpha coefficients for each 
of the nine factors, which were only moderate, ranging from r = .54 tor= .73. These 
alpha coefficients, which are lower than those commonly reported from research in the 
field of organizational behavior (Bass & Avolio, 1997) (see Table A I in Appendix A), 
suggest that items in the MLQ may not be as appropriate when used in a family context, 
thus possibly accounting for lower estimates of reliability. 
A correlation matrix provides a useful way of assessing convergent and 
discriminant validity for the MLQ. Convergent validity refers to the extent to which 
scores from a measure are correlated with other measures or variables that would be 
expected to be correlated with that measure (Neuman, 1997). For example, if a measure 
assessed the extent to which one was depressed, this measure would most likely be highly 
correlated with other valid measures of depression if it had a high level of convergent 
validity. Discriminant validity refers to the extent to which scores from a measure are 
uncorrelated with other constructs or variables that are theoretically and conceptually 
dissimilar to that measure, or that are negatively correlated with constructs that are 
opposite in nature. Thus, if a measure that assessed depression had high levels of 
discriminant validity, scores from that measure would be uncorrelated with other 
unrelated constructs and would most likely be negatively correlated with tests measuring 
constructs such as cheerfulness or a positive attitude. 
Thus, in regards to the sample of interest, if the MLQ is to receive support for 
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Table 1 
Cronbach Alpha Coefficients for Multifactor Leadership Questionnaire Factor Scores 
Number of 
Variable Alpha !l items in scale 
Transformational leadership 
Idealized influence (attributed) .60 447 4 
Idealized influence (behavior) .70 457 4 
Inspirational motivation .73 458 4 
Intellectual stimulation .69 458 4 
Individual consideration .69 458 4 
Transactional leadership 
Contingent reward .54 453 4 
Management-by-exception (active) .67 458 4 
Management-by-exception (passive) .71 457 4 
Nontransactionalleadership 
Laissez-faire .57 461 4 
Total for all nine scales 36 
Note . Missing data treated using listwise procedure. 
having convergent and discriminant validity, one would expect to see the same patterns 
among the various scales as those found from past research (for details, see Bass & 
Avolio, 1997). That is, one would expect the active dimensions of leadership, as found 
among the transformational scales, to be positively correlated with one another and to be 
negatively correlated with the passive dimensions of leadership, as found among the 
scales that assess laissez-faire and the passive dimension of transactional leadership 
(management-by-exception-passive). Consistent with past research (Bass & Avolio, 
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1997), one would also expect the Management-by-Exception (Acti ve) Scale to have a 
small positive or negative correlation with the transformational leadership scales and the 
ac ti ve dimension of transactional leadership, contingent reward. In addition, one could 
expect the Management-by-Exception (Active) Scale to be positively correlated with the 
passive dimensions of leadership. Given that transformational leadership builds upon the 
positive and active dimensions of transactional leadership, one would also expect the 
Contingent Reward Scale to have a positive correlation with the transformational scales 
(Bass & Avolio, 1997). 
The intercorrelations for the nine scales for the MLQ are shown in Table 2. 
Although the intercorrelations for the transformational scales may be smaller than those 
representing samples from various organizational settings, as reported in the literature 
(Bass & Avolio, 1997), the same general intercorrelational patterns exist. That is, the five 
scales that compose transformational leadership have moderate and positive correlations, 
ranging from r = .39 (the relationship between Intellectual Stimulation and Idealized 
Influence [Attributed)) tor= .63 (the relationship between Inspirational Motivation and 
Idealized Influence [Behavior)) . These scales also have moderate, positive correlations 
with the Contingent Reward Scale and are negatively related to the scales that measure 
passive leadership (Management-by-Exception-Passive and Laissez-Faire). As expected, 
the Management-by-Exception (Active) Scale has small positive and negative 
correlations with the transformational scales and the Contingent Reward Scale and is 
positively related to the scales assessing passive leadership. These patterns suggest that 
the MLQ measures different dimensions of leadership. Furthermore, results from this 
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Table 2 
Means, Standard Deviations, and Intercorrelations Among MLQ Factor Scores 
Factors Mean SD IIA liB 1M IS IC CR MBEA MBEP 
Transformational leadership scales 
UA 2.7 .59 
IIB 3.1 .61 .47 
1M 2.9 .60 .57 .63 
IS 2.7 .62 .39 .43 .54 
IC 3.2 .55 .46 .61 .61 .57 
Transactional leadership scales 
CR 2.9 .58 .49 .58 .60 .49 .54 
MBEA 1.5 .70 .01 .00 -. 14 -.07 -.23 .04 
MBEP 1.5 .73 -.17 -.28 -.26 -.07 -.31 -.17 .21 
Nontransactionalleadership scales 
LF 1.1 .62 -.26 -.32 -.37 -. 16 -.37 -.25 .30 .53 
Note . N = 461 participants. 
UA = Idealized Influence (Attributed) ; liB = Idealized Influence (Behavior) ; 1M = 
Inspirational Motivation; IS= Intellectual Stimulation; IC =Individual Consideration; CR 
=Contingent Reward; MBEA =Management-by-Exception (Active); MBEP = 
Management-by-Exception (Passive); LF = Laissez-Faire. 
sample are consistent with past research and correspond with that which one would 
intuitively expect. 
The Family Profile. Using Cronbach's alpha, reliability coefficients were 
established with the sample of interest for five of the scales from The Family Profile. 
The sixth scale in The Family Profile is Parental Leadership. Although this topic is very 
important to this dissertation, this scale is a four-i tem scale and is difficult to use in this 
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study because the items foc us on only one aspect of parental leadership-whether the 
mother or father is the "dominant person" or "leader" in the family. Furthermore, the 
items are ambiguous and do not pecify the context in which a spouse may be the 
dominant person or the leader. Thus, all of the scales in The Family Profile were used to 
assess the well-being of the family except for the Parental Leadership Scale. These scales 
include Family Concordance, Family Discordance, Marital Strength, Active Involvement, 
and Religiosity. Like the MLQ , each scale comprising The Family Profile was created by 
taking the mean of the items associated with the given scale. Item number IS had to be 
recoded so that the response options were consistent with the rest of the items for the 
Family Discordance Scale. 
Alpha coefficients and the number of cases used in calculating the coeffic ients are 
listed in Table 3. These reliability coefficients are high, ranging from .84 (Active 
Involvement) to .98 (Family Concordance). As might be expected, family concordance 
had the most items (45) in the scale and also had the highest alpha coefficient; however, 
marital strength, which only had seven items in the scale, also had a high reliability 
coefficient (.95). Missing data were treated using the listwise procedure. Thus the 
number of cases used in the calculations for the coefficients varied from scale to scale, 
ranging from 210 to 231 cases. 
A review of the different aspects of family life that are assessed by each of The 
Family Profile scales was reviewed in Chapter 11 In short, Family Concordance 
measured constructs such as the family 's level of commitment and cohesion and the 
ability to communicate and cope with problems. Family Concordance assessed 
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Table 3 
Cronbach Alpha Coefficients for The Family Profile Factor Scores 
Number of 
Variable Alpha n items in scale 
Family concordance .98 226 45 
Family discordance .91 226 18 
Marital strength .95 210 7 
Active involvement .84 228 10 
Religiosity .88 231 6 
Note. Missing data treated using listwise procedure. 
characteristics that tend to create difficulties for families , such as conflict, impulsivity, 
and competition for power. Marital Strength reflects the amount of support and cohesion 
within marital relationships. Active Involvement assessed the amount of time families 
spend together, as well as the extent to which external boundaries of families are open or 
closed. Religiosity measured the extent to which families are involved in religious 
affairs. Basically, all five of these scales measured dimensions of family life that have a 
positive influence on the well-being and functioning of families except for the Family 
Discordance Scale, which measured dimensions that have more of a negative influence on 
family functioning. Thus, one would expect all of the scales except the Family 
Discordance Scale to have positive intercorrelations with one another and negative 
correlations with the Family Discordance Scale. 
The intercorrelations for The Family Profile scales are found in Table 4. The 
correlation coefficients fit the pattern that was expected. That is, the Family 
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Table 4 
Means. Standard Deviations. and lntercorrelations Among The Family Profile Factor 
Scores 
Factors Mean SD FamCon FarnDis MarStr Actlnv 
FamCon 3.9 .67 
FarnDis 2.4 .52 -.60 
MarStr 4.0 .95 .68 -.42 
Actlnv 3.6 .72 .63 -.30 .55 
Relig 4.4 .76 .49 -.30 .35 .47 
Note. t!: = 231 Participants. FamCon = Family Concordance; FarnDis = Family 
Discordance; MarStr = Marital Strength; Actlnv = Active lnvolvement; Relig = 
Religiosity. 
Concordance, Marital Strength, Active [nvolvement, and Religiosity Scales have positive 
intercorrelations. The largest coefficients, although only moderate in size, are found 
between the Family Concordance Scale and the other scales, including a negative 
correlation between Family Concordance and Family Discordance. The largest 
coefficient was between the Family Concordance and Marital Strength Scales, with an r = 
.68. 
Cluster analysis. Unlike many other statistical procedures, cluster analysis has the 
advantage of being able to lump or cluster cases or individuals together based on a whole 
set of scores, or variables (Filsinger, 1990). Given the nature of the independent variable, 
with each participant having a score for each of the various dimensions of leadership, 
cluster analysis has the potential to be a useful tool in the analysis of the data for this 
study, especially given that each husband and wife was assessed separately, with many 
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scores making up various combinations of husband-wife leadership styles. 
Us ing hierarchical cluster analysis, couples were treated as the unit of analysis and 
placed into a cluster or group, representing different husband-wife leadership 
combinations. These clusters were formed using the 18 MLQ scale scores for each couple 
(nine scale scores from the husband and nine from the wife). The method used to form 
the clusters was the between-groups linkage and the squared Euclidean distance. 
Based on the results of the analysis, four prominent clusters emerged from a 
seven-cluster solution, with three outliers. One of the outliers was composed of four 
cases, another had two, and the third outlier was made up of one case. Because the 
number of cases represented by these three outliers was so small, these three clusters and 
the associated cases were excluded from further analysis. Thus, four clusters were used 
to represent the different combinations of leadership styles for the 224 remaining couples 
in the sample. As indicated by these four clusters, most of the couples in the sample 
formed a homogeneous group relative to leadership styles, with 173 couples fal ling into 
one cluster. The second largest cluster was represented by 22 couples and the third and 
fourth c lusters each had 14 cases. 
Using these four clusters, descriptive statistics were computed in order to examine 
the husband-wife leadership characteristics associated with each cluster. Table HI in 
Appendix H (scores for fathers) and Table H2 (scores for mothers) show the means and 
standard deviations for each MLQ scale by each cluster. It must be noted that when 
forming the clusters, couples were treated as the unit of analysis, thus Table HI and Table 
H2 must be interpreted in conjunction with one another. To facilitate the interpretation of 
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these tables, a third table was created. Table 5 summarizes the leadership characteristics 
assoc iated with each cluster by listing the means for the scales that comprise the active 
dimensions of leadership (six scales), the active dimension of management-by-exception 
(one scale), and the passive dimensions of leadership (two scales). Although Table 5 is 
Table 5 
Leadership Characteristics Associated with Husband-Wife Leadership Clusters (Means 
and Standard Deviations) 
Cluster Cluster Cluster Cluster 
I 2 3 4 
General styles of leadership n= 173 n=22 !! = 14 n= 14 Total 
Fathers 
Active leadership 2.90 2.02 2.96 2.88 2.81 
(.38) (.30) (.39) (.36) (.45) 
Manag.-by-except. (active) 1.52 1.77 2.27 1.55 1.60 
(.64) (.77) (.58) (.92) (.69) 
Passive leadership 1.38 1.54 2.08 .68 1.40 
(.56) (.54) (.39) (.40) (.59) 
Mothers 
Active leadership 3.11 2.53 2.52 2.23 2.96 
(.33) (.34) (.27) (.42) (.44) 
Mana g. -by-except. (active) 1.45 1.70 1.82 1.79 1.52 
(.67) (.52) (1.08) (.68) (.70) 
Passive leadership 1.14 1.36 2.05 1.65 1.25 
(.49) (.49) (.56) (.39) (.55) 
Note. Standard deviations in parentheses. The following general leadership styles are 
composed of the mean of the means for the following MLQ scales: Active Leadership = 
The five scales composing transformational leadership and Contingent Reward; 
Management-by-Exception (Active)= Management-by-Exception (Active); Passive 
Leadership= Management-by-Exception (Passive) and Laissez-Faire. 
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less detailed than Tables HI and H2, the same patterns in leadership styles are evident. 
When using Table 5 to compare the means of the three general leadership styles by 
cluster, some general patterns emerged. When looking at the active dimension of 
leadership for fathers, it appears as if three of the clusters are homogeneous and are 
significantly different from cluster 2. A one-way AN OVA (see Table 6) and a post hoc 
test using Scheffe (see Table 7) supported this pattern. There was not a statistically 
significant difference between clusters I, 3, and 4 on the active dimension of leadership, 
yet there was a statistically significant difference (!! < .000) between these three clusters 
and cluster 2, with cluster 2 having a lower mean on the active leadership dimension. [n 
terms of the passive dimension of leadership, the fathers in cluster 3 were most passive, 
while those in cluster 4 were the least passive. On the passive dimension, the post hoc 
test also showed that there was a statistically significant difference (!! <.05) between 
cluster 3 and each of the other clusters. Cluster 4 was also statistically different from the 
other clusters. 
When comparing the leadership scores for mothers by clusters, it is apparent that a 
defining characteristics of cluster I is that those in this cluster tended to score 
considerably higher on the active dimension of leadership (mean= 3.11) and lower on the 
passive dimension, as compared to those in the other clusters. Those in the other three 
clusters had scores for the active leadership dimension that were not statistically different 
from one another on the Scheffe, post hoc test (alpha= .05). However, cluster 3 had the 
highest score on the passive dimension, which score was statistically different (J1 < .00) 
from all of the other cluster scores except for cluster 4. On the passive leadership 
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dimension, there was also a statistically significant difference (!2 < .00) between clusters I 
and 4, and clusters I and 3. 
When considering the husband and wife leadership styles in conjunction with one 
another, clear distinguishing characteristics were not apparent among all of the clusters, 
however several patterns emerged. First, in comparison to the fathers in the other 
clusters, the fathers in cluster I had moderate scores for the active and passive leadership 
dimensions. However, the mothers in cluster I had scores on the active and passive 
dimensions of leadership that seemed to set the couples in cluster I apart from couples in 
the other clusters. These mothers had a leadership profile associated with 
transformational leadership, with high scores on the transformational (active) dimensions 
of leadership and low scores on the passive dimensions. Because of the active style of 
leadership among the mothers in this cluster, couples in cluster I were described as the 
transformational-mother cluster. Furthermore, of the leadership combinations that were 
illustrated in Figure 2, the most appropriate leadership combination for the couples in the 
transformational-mother cluster (cluster I) appears to be combination 2, which is 
characterized by transformational mothers and transactional husbands. Although the 
husbands do not necessarily have high scores for the transactional dimension of 
leadership, compared to the fathers in the other clusters, the fathers in the 
transformational-mother cluster have moderate levels of transformational and passive 
leadership and the mothers have a profile consistent with transformational. 
Second, the couples in cluster 3 had scores that suggested a high level of passive 
leadership among both the fathers and mothers . Given the high scores on the passive 
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dimension of leadership among the fathers and mothers, the leadership style of the 
couples in cluster 3 was distinguished from other leadership styles using the description, 
passive-father/mother cluster. Given these high passive scores, the most appropriate 
leadership combination in Figure 2 appears to be combination 9. However in making this 
classification it must be recognized that the husbands and wives in this cluster have 
moderate scores on the active dimensions of leadership, as compared to couples in other 
clusters. The couples in clusters 2 were characterized by fathers with low scores on the 
active dimensions of leadership and the couples in cluster 4 were characterized by fathers 
with low levels of passive leadership. In spite of these defining characteristics, clusters 2 
and 4 lacked clear characteristics that set them apart from couples in the other clusters, 
thus descriptive labels were not assigned to clusters 2 and 4. 
One-Way Analysis of Variance 
Using these four clusters, comparisons were made to assess whether or not 
differences in family outcomes exist among different combinations of husband-wife 
leadership styles . Given that each cluster had a mean score for each of the five 
dimensions of family well-being, comparisons among the four clusters were made using 
one-way ANOV A. Part of conducting the analysis was verifying whether or not an 
assumption of analysis of variance was met: equal variances among the clusters for each 
family outcome variable. This is a concern given the large difference in the number of 
cases in each cluster. A test of homogeneity of variances was conducted using Levene 's 
statistic (see Table II in Appendix I). Based on this test, there was not a statistical ly 
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igni fican t difference in the variances(!;!< .05) among the four clusters for each family 
outcome dimension except fo r Religiosity, which had a 12-value less than .01. Thus. 
results for this dimension need to be interpreted with caution. 
The .!:-statistics and associated values for each outcome variable from the analysis of 
variance are listed in Table 6. As shown in the table, the probability associated with each 
.E-value is statistically significant (Q < .05), with four of the five values having a 
probability less than .0 I. 
Table 6 
One-Way Analysis of Variance Among LeadershiQ Clusters by Family Outcome 
Variables 
Sum of Mean j2-
Family outcome variables squares M square .E value 
Family concordance Between groups 6.8 3 2.27 5.3 .001 
Within groups 93.4 219 .43 
Total 100.2 222 
Family discordance Between groups 3.8 3 1.26 3.7 .012 
Within groups 73.7 219 .34 
Total 77.5 222 
Marital strength Between groups 11.3 3 3.78 4.3 .005 
Within groups 190.7 219 .87 
Total 202. 1 222 
Active involvement Between groups 6.6 3 2.20 4.4 .005 
Within groups 109.2 219 .50 
Total 115.7 222 
Religiosity Between groups 15.9 3 5.31 9.9 .000 
Within groups 116.9 219 .53 
Total 132.8 222 
Note. Missing values excluded by analysis by analysis. 
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Scheffe was used as a multiple comparison test to identify which clusters were 
statistically different from one another. Scheffe was used because it is one of the more 
conservative post hoc procedures (Stevens, 1990). As shown among these comparisons 
(see Table 7), the transformational-mother cluster (clusters 1) and the passive-
father/mother cluster (cluster 3) are statistically different from one another on each of the 
five dimensions of family well-being. Furthermore, other than a statistically significant 
difference between the transformational-mother cluster and cluster 2 on the religiosity 
dimension of family well-being, none of the other comparisons between the clusters were 
statistically significant when alpha was set at .05. 
The descriptive statistics (means, standard deviations, n) from the analysis of 
variance for each outcome variable are listed in Table 8. When comparing the means 
between the transformational-mother cluster (cluster 1) and the passive-father/mother 
cluster (cluster 3), it is evident that the more positive family outcomes are associated with 
the transformational-mother cluster. Those in this cluster had a higher mean score on the 
four positive dimensions of family well-being (family concordance, marital strength, 
active involvement, and religiosity), and as expected, they had a lower mean score on the 
negative dimension (family discordance) . In addition to the findings between the 
transformational-mother cluster and the passive-father/mother cluster, the same general 
trends are evident between the transformational-mother cluster and the other two clusters. 
Although not statistically significant, the couples in the transformational-mother cluster 
had a higher mean score for the positive dimensions of family well-being than did those 
in clusters 2 and 4, as well as a smaller mean score for the negative dimension of 
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Table 7 
Post Hoc Multiple Comparisons Among Leadership Clusters by Family Outcome 
Variables; Scheffe 
Outcome Mean 
variables Clusters Clusters difference Std. error P-value 
Family concordance 
I 2 .15 .15 .795 
3 .67 .18 .004 
4 .30 .18 .442 
2 I -.15 .15 .795 
3 .52 .22 .143 
4 .15 .22 .931 
3 I -.67 .18 .004 
2 -.52 .22 .143 
4 -.37 .25 .513 
4 I -.30 .18 .442 
2 -. 14 .22 .931 
3 .37 .25 .531 
Family discordance 
I 2 -. 11 .13 .864 
3 -.53 .16 .015 
4 -.13 .16 .894 
2 I . II .13 .864 
3 -.41 .20 .229 
4 -.01 .20 1.000 
3 I .53 .16 .0 15 
2 .41 .20 .229 
4 .40 .22 .344 
4 I .13 .16 .894 
2 .01 .20 1.000 





variables Clusters Clusters difference Std. error P-value 
3 I -.91 .20 .000 
2 -.34 .25 .610 
4 -.74 .28 .070 
4 I -. 18 .20 .862 
2 .40 .25 .464 
3 .74 .28 .070 
Note. Cluster I = 173 cases. cluster 2 = 22 cases, cluster 3 = 14 cases. cluster 4 = 14 
cases. 
well-being. The opposite patterns emerge with the passive-father/mother cluster. That is, 
when compared to the other clusters. the couples in the passive-father/mother cluster 
(cluster 3) had the lowest mean score on the four positive dimensions of family well-
being and the highest score on the negative dimension. It must be noted, however, that 
although these patterns exist, the only statistically significant difference (Q < .05) (with 
the exception of the comparison between the transformational-mother cluster and cluster 
2 on the religiosity dimension) between the clusters was between the transformational-
mother cluster and the passive-father/mother cluster. 
By way of review (see Table 5 for details), in comparison to the other clusters. the 
transformational-mother cluster (cluster l ) is associated with husbands who had scores on 
the active dimensions of leadership that are moderate, or about average, in comparison to 
the fathers in two of the other clusters. In addition , fathers in the transformational-mother 
cluster appear to have moderate to moderately low scores for the passive dimensions of 
leadership, with fathers in the passive-father/mother cluster (cluster 3) being much more 
passive and fathers in cluster 4 being much less passive. Thus, the fathers in the 
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Table 8 
Descri11tive Statistics for Each Leaders hill Cluster by Family Outcome Variables 
Leadership clusters/ 
Family outcome variables Mean SD n 
Cluster 1: Transformational-mother cluster 173 
Family concordance 3.98 .62 
Family discordance 2.31 .58 
Marital strength 4.11 .89 
Active involvement 3.66 .70 
Religiosity 4.57 .63 
Cluster 2: 22 
Family concordance 3.83 .69 
Family discordance 2.43 .64 
Marital strength 3.71 1.00 
Active involvement 3.32 .77 
Religiosity 3.99 1.17 
Cluster 3 Passive-father/mother cluster 14 
Family concordance 3.30 .87 
Family discordance 2.84 .54 
Marital strength 3.37 1. 13 
Active involvement 3.05 .87 
Religiosity 3.65 1.13 
Cluster 4 14 
Family concordance 3.68 .77 
Family discordance 2.44 .68 
Marital strength 3.64 1.16 
Active involvement 3.61 .53 
Religiosity 4.40 .55 
Total Family concordance 3.90 .67 223 
Family discordance 2.37 .59 
Marital strength 4.00 .95 
Active involvement 3.59 .72 
Religiosity 4.44 .77 
Note. Missing values excluded by analysis by analysis. 
transformational-mother cluster do not fit a clear leadership profile. When compared to 
the mothers in the other clusters, the mothers in the transformational-mother cluster 
tended to have high scores on the ac tive dimensions of leadership and low scores on the 
passive dimensions, thus meeting the profile for transformational leadership. 
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In comparison to the fathers in the transformational-mother cluster, the fathers in the 
passive-father/mother cluster had similar scores on the active dimensions of leadership; 
however, the fathers in the passive-father/mother cluster had high scores on the passive 
dimensions . Similarly, the mothers had high scores on the passive dimensions. Thus, a 
distinguishing characteristic among the couples in the passive-father/mother cluster was a 
high score on the passive dimensions of leadership for the fathers and mothers, thus 
fitting the profile for passive transactional or laissez-faire leadership. Although it would 
be desirable to comment on transactional leadership, identifying clear patterns in the data 
in regards to this dimension was difficult. Relationships or patterns among the leadership 
variables tend to be most clear and defined when making comparisons between the 
extreme leadership styles-transformational and laissez-faire. 
Testing the Hypotheses 
Using analysis of variance, the following hypotheses were tested. 
Hypothesis I: Couples who exhibit high levels of attributes and behaviors 
associated with the factors comprising transformational leadership (combinations l, 2 
and 4 in Figure 2) have higher scores (as scored by children) on Family Concordance, 
Marital Strength, Active Involvement, and Religiosity, and lower scores on Family 
Discordance, than couples who exhibit lower levels of transformational behaviors or 
attributes (other leadership combinations in Figure 2). 
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Hypothesis I was partially supported. Couples in the transformational-mother 
cluster, which seem to be mo t closely represented by combination 2 in Figure 2, were 
characterized by the most active leadership style in comparison to the other couples and 
had the highest mean scores for Family Concordance, Marital Strength, Active 
Involvement, and Religiosity, and the lowest mean score on Family Discordance (see 
Table 8). A post hoc test using Scheffe (see Table 7), however, indicated that there was 
not a statistically significant difference (n > .05) between the mean scores for the 
transformational-mother cluster and cluster 2 (except for the Religiosity Scale), and the 
transformational-mother cluster and cluster 4. Family outcome differences were most 
prominent when comparing the transformational-mother cluster to the passive-
father/mother cluster (characterized by couples with the most passive leadership), which 
cluster appears to be most closely represented by combination 9 in Figure 2. The post 
hoc test indicated that there was a statistically significant difference (!1 < .OS) between 
these two clusters on each of the family outcome scores. 
Hypothesis 2: Couples who are active transactional Leaders (combination 5 in 
Figure 2) (exhibit high levels of behavior associated with the active dimensions of 
transactional leadership and low to moderate levels of behavior associated with 
transformational leadership) have family outcome scores (on the positive dimensions of 
family well-being, as well as Family Discordance) falling in between that of 
transformational leaders and passive leaders. 
Hypothesis 2 was not confirmed. Identifying clear leadership patterns among the 
couples that could be called transactional was not possible with these data (see Table 5). 
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The Contingent Reward Scale (the active transactional leadership dimension) 
corresponded closely with the transformational scales (which is to be expected, since this 
scale also measures an active, positive dimension of leadership), and detecting a clear 
pattern among the scores on the Management-by-Exception (Active) Scale was difficult. 
Hypothesis 3: Compared to couples with active styles of leadership, couples 
characterized by passive leadership styles (combinations 6, 8, and 9 in Figure 2) exhibit 
the highest scores (as scored by children) on Family Discordance and lowest scores on the 
positive dimensions of family well-being: Family Concordance, Marital Strength, Active 
Involvement, and Religiosity. 
As with hypothesis I, this hypothesis was partially supported. As mentioned, both 
the fathers and mothers in the passive-father/mother cluster (combination 9 in Figure 2) 
had the highest scores on the passive dimensions of leadership (see Table 8). As 
hypothesized, the couples in this cluster had the highest mean score on the Family 
Discordance Scale and the lowest mean scores on the other positive dimensions of family 
well-being, however these scores were only statistically different (I!< .05) from the scores 
in the transformational-mother cluster (combination 2 in Figure 2). 
Along with these three hypotheses, other husband-wife combinations of leadership 
styles were analyzed in order to assess wht:ther or not there was a statistically significant 
difference between these leadership combinations when compared using scores from the 
five outcome variables. As stated previously, the only statistically significant differences 
between the clusters was between the transformational-mother and the passive-
father/mother clusters, with exception of the statistically significant difference between 
the transformational-mother cluster and cluster 2 on the Religiosity Scale. 
Summary of Results 
The purpose of this study was to assess whether or not outcome differences in 
family well-being differed by various combinations of father-mother leadership styles. 
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By using cluster analysis, four main combinations of husband-wife leadership styles 
emerged. Differences among these leadership clusters by the family outcome variables 
were assessed using analysis of variance (see Table 6). Although the leadership styles for 
the couples in each of the four clusters were not easy to define, in terms of whether or not 
they were transformational, transactional, or laissez-faire, some general patterns emerged 
(see Table 5). Couples characterized by mothers who had high scores on the active 
dimensions of leadership and low scores on the passive dimensions, and fathers who had 
moderate scores on the active dimensions and moderately-low on the passive (cluster 
1/transformational-mother cluster) had better outcomes on all five of the family outcome 
variables than did those couples characterized by mothers and fathers who had high 
scores on the passive dimensions of leadership (cluster 3, or the passive-father/mother 
cluster). In essence, the results suggest that there is a difference on the family outcome 
variables when comparing couples who were most active in their leadership to couples 
who were most passive. However, for the most part, differences that were statistical ly 
significant (Q < .05) were not found when comparing other combinations of leadership 
styles. 
CHAPTER V 
D!SCUSSIO AND CONCLUSIONS 
Summary of Research Rationale 
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The purpose of this dissertation was to develop a theoretical model of family 
leadersrup and to test an important premise of this model using a sample of two-parent 
fami lies. Research addressing family leadersrup is needed for several reasons. First, 
families are facing many stressors that affect the well-being of individuals and the family 
unit. Such stressors include problems associated with family structure and family 
processes, such as conflictual familial relationships. In order to enhance the well-being of 
families, characteristics and processes assoc iated with strong families have been 
identified; however, there is a need for theoretical models that specify how positive 
family traits are related to one another and how to help families develop positive ways of 
interacting and associating with one another. Second, theory and research that attempts to 
understand ways in which leadership is carried out within the family, and how leadership 
can be used in positive ways to enhance the well-being of families is very limited. There 
is a large body of literature on leadership in organizational settings, but minimal research 
has been done to assess which concepts apply to the family. 
The proposed leadership model is based upon transformational leadership, an active 
style of leadership that is characterized by the leader engaging with followers to help 
them meet their needs and raise their aspirations and motivation, thus realizing their 
potential . Using tills transformational style, the model includes five areas in which 
87 
leadership could be carried out within the fami ly to enhance family functioning. These 
five areas include: ( I) formi ng a vision in order to provide direction for the family, (2) 
maintaining a task orientation in order to accomplish family tasks or duties in an efficient 
manner and utilize resources effectively, (3) fostering close familial relationships, (4) 
encouraging teamwork and cooperation, and (5) forming a system of networks or ties 
with support systems external to the family unit. 
Summary of Research Methods 
Along with the development of a theoretical model, it was hypothesized that optimal 
fami ly outcomes are associated with transformational leadership, which corresponds to 
findings from the field of organizational behavior. To test whether or not differences in 
family outcomes exist among the various leadership styles, a study was conducted with a 
convenience sample of 231 families, consisting of a father, mother, and an adult child 
from each family. This sample was collected using the assistance of students enrolled in 
undergraduate university classes at Utah State University. From each fami ly, the mother 
and father completed the MLQ to assess styles of leadership, while the adult child 
completed The Family Profile , the dependent variable that measured family well-being. 
Once the questionnaires from families were collected and data were entered into the 
computer, cluster analysis was conducted to place couples into groups or clusters, 
representing different combinations of leadership styles for mothers and fathers . From 
the analysis, four main clusters were formed, with the majority ( 173 out of 224) of the 
couples fal ling into cluster I. Cluster 2 was comprised of 22 couples and clusters 3 and 4 
both had 14 cases. Using these four leadership clusters, analysis of variance was 
conducted to test the hypotheses. This was done by comparing the mean scores 
associated with each cluster for each family outcome variable. 
Summary of Results 
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The results from the analysis of variance revealed that there was a statistically 
significant difference (l! < .05) between the transformational-mother cluster (clusters I) 
and cluster 2 on the Religiosity Scale, and between the transformational-mother cluster 
and the passive-father/mother cluster (cluster 3) on all five of the family outcome scales 
(Family Concordance, Family Discordance, Marital Strength, Active Involvement, and 
Religiosity). Although these differences exist, these results must be interpreted with 
caution, given the large differences between the number of cases in each cluster. 
Although clusters 2, 3, and 4 had a similar number of couples in each cluster (!!= 22, 14, 
14, respectively), cluster l (transformational-mother cluster) had 173 cases. Further, the 
variances among the clusters on the religiosity outcome scale were not equal. 
Discussion and Conclusions 
Although the results need to be interpreted with caution, several observations 
support the finding of a statistical significance between the transformational-mother 
cluster and the passive-father/mother cluster on the family outcome variables. First, it is 
noteworthy that the two clusters differ on each of the family outcome variables. One may 
expect to find a statistically significant difference on one or two of the outcome variables 
89 
due to a type I error; however, it is less likely to find a significant difference on each of 
the five variables. Second, the direction of the differences on the outcome variables 
correspond to that which one would expect. In other words, if there was a statistically 
significant difference between the two clusters on Family Concordance, Marital Strength, 
Active Involvement, and Religiosity (positive dimensions of family well-being), with the 
transformational-mother cluster having the largest mean on each of these dimensions of 
family well-being, then one would also expect to find a significant difference on the 
Family Discordance Scale (negative dimension of family well-being), with the 
transformational-mother cluster having the smaller mean. As expected, this was the 
finding. 
Providing an explanation for the finding between the transformational-mother 
cluster (cluster I) and cluster 2 on the Religiosity Scale is difficult; however, the 
interpretation of differences between the transformational-mother cluster and the passive-
father/mother cluster (cluster 3) is more clear. When examining the leadership 
characteristics associated with these two clusters in Table 5, it is evident that a defining 
characteristic that sets the two clusters apart is the magnitude of the mean scores for the 
active and passive dimensions of leadership. Both the mothers and fathers in the passive-
father/mother cluster tended to score quite high on the passive dimensions of leadership. 
In fact, both of them scored considerably higher on this dimension than did the couples in 
the other clusters. In comparison to the mothers in the passive-father/mother cluster, the 
mothers in transformational-mother cluster had scores suggesting leadership styles that 
were much more active. These mothers met the profile for transformational leadership, 
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with high scores on the active dimensions of leadership and low scores on the passive 
dimensions. Although the fathers in the transformational-mother cluster had a mean 
score for the passive dimensions of leadership (mean = 1.38) that was considerably less 
than the fathers in the passive-father/mother cluster (mean= 2.08), the mean score on the 
active dimens ions was essentially the same for the fathers in these two clusters (mean = 
2.90 for fathers in transformational-mother cluster, and 2.96 for fathers in cluster 2). 
Based on these results, it appears as if the distinguishing characteristic between these 
clusters is the extent to which couples were active or passive in their leadership, with 
favorable outcomes associated with active leadership. 
Leadership characteristics among the couples in cluster 4 help to support the 
conclusions regarding the distinguishing characteristic between the transformational-
mother cluster and the passive-father/mother cluster. When comparing the leadership 
scores for the fathers in the transformational-mother cluster and clusters 4 (see Table 5), it 
is evident that the fathers in these two clusters had very similar mean scores for the 
transformational scales and the Management-by-Exception (Active) Scale. However the 
fathers in cluster 4 had a much lower score on the passive dimensions of leadership (a 
mean score of .68 as opposed to 1.38). Thus one would expect the leadership profile for 
the fathers in cluster 4 to be associated with outcomes that are more favorable than the 
profile for the fathers in the transformational-mother cluster. However, a comparison of 
the outcome scores for each cluster (Table 8) shows that this was not the case. Although 
the differences between the two clusters on each family outcome variable were not 
statistically significant (alpha= .05), the couples in the transformational-mother cluster 
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had more favorable outcome scores across all family variables than did the couples in 
cluster 4. Why were the couples in the transformational-mother cluster associated with 
more favorable mean outcome scores than those in cluster 4? It appears as if the 
difference between these two clusters was related to the active leadership style of the 
mothers in the transformational-mother cluster. Likewise, much of the difference on the 
family outcome scales between the transformational-mother cluster and the passive-
father/mother cluster appears to be related to two significant factors: ( 1) the mothers in 
the transformational-mother cluster had a leadership profile that was more 
transformational than did the mothers in the passive-father/mother cluster, and (2) both 
the mothers and fathers in the passive-father/mother cluster had a passive leadership style. 
In light of the first contributing factor, it must be noted that although the 
transformational profile of the mothers in the transformational-mother cluster seems to be 
a significant contributing factor toward the differences between the transformational-
mother cluster and the passive-father/mother cluster on the family outcome variables, it 
appears as if it is not the only contributing factor. The passivity of the couples in the 
passive-father/mother cluster also seems to contribute to the difference between the two 
clusters. This conclusion is supported by the data in Tables 5 and 8. Although the 
mothers in the transformational-mother cluster had scores suggesting a much more active 
style of leadership than those in clusters 2 and 4, there was not a statistically significant 
difference (11 > .05) that consistently arose between the family outcome scales when 
comparing the transformational-mother cluster to clusters 2 and 4. Differences in family 
outcome seem to be most prominent when comparing couples that were more 
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transformational to those who had a passive, or laissez-faire style of leadership. In shon , 
a defining characteristic that seems to distinguish between family outcomes that are more 
favorab le or less favorable is the extent to which couples, and especially mothers, were 
active or passive in their leadership styles . 
Several findings from this study emerged that are deserving of comment. The first 
is related to the sample of interest. Of the 231 couples in the sample, 173 of them were in 
the transformational-mother cluster, suggesting that in respects to leadership styles, the 
sample was quite homogeneous. An overwhelming majority of the families (those with 
parents in the transformational-mother cluster) appeared to be healthy, strong families , as 
evident by high scores on the positive dimensions of family well-being and low scores on 
the negative dimension (see Table 8). These families were characterized by mothers with 
active, transformational styles of leadership and fathers that were not passive, yet 
compared to the fathers in the other clusters, only had moderate scores on the active 
dimensions of leadership. This sample appears to reflect the predominant LDS 
(Mormon) lifestyle in Utah and surrounding states, with a strong emphasis on effective 
parental leadership and family involvement. In fact the demographic data indicated that 
approximately 94% of the parents and adult children in the sample were LDS. 
The homogeneous sample, with most of the couples falling into the 
transformational-mother cluster, is also a likely explanation for the small number of 
husband-wife leadership combinations that were represented in Figure 2. The husband-
wife leadership combination 2 appears to be represented by the transformational-mother 
cluster and combination 9 appears to be represented by the passive-father/mother cluster. 
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Other than these two combinations, the other combinations in the figure are not clearly 
represented by the leadership styles of couples in the sample. Perhaps clearer di stinctions 
could be made among leadership styles and family outcomes if the sample was more 
heterogeneous. 
The leadership profile of the couples in the transformational-mother cluster also 
warrants a comment. Based on the findings from this study, it appears as if the critical 
factor among the couples in this cluster that accounts for the favorable outcomes is the 
transformational style of leadership among the mothers. Perhaps the style of leadership 
among mothers is more critical in influencing family outcomes than is the leadership style 
of the father. This question could be addressed with further analysis. Using the data 
from this and other samples, family outcomes could be compared separately by the 
leadership styles of fathers and mothers. 
Results from this study correspond with findings from the field of organizational 
behavior (Bass, 1985, 1998; Bass & Avolio, 1993, 1997). That is, in comparison to 
leadership styles that are less transformational , transformational leadership in an 
organizational context is associated with more favorable outcomes. Research indicates 
that this holds true among leaders from various organizational settings, including army 
officers, educational administrators, religious leaders, and leaders within firms or 
corporations (Bass, 1985, 1998; Bass & Avolio, 1993, 1997). Research that has 
identified traits and practices of highly effective leaders from many organizational 
settings also suggests that these leaders have developed traits and tend to use leadership 
practices that are related to transformational leadership (Kouzes & Posner, 1995). 
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Like leadership in organizational settings, favorable outcomes within the family 
appear to be associated with family leadership that is active, or transformational. For 
example, of the four leadership clusters, the couples in the transformational-mother 
cluster appear to fit the profile for transformational leadership more closely than do 
couples in the other clusters. Moreover, the passive-father/mother cluster appears to be 
the most laissez-faire (passive) in their leadership style. When comparing the magnitude 
of the outcome scores associated with each cluster in Table 6, it is evident that couples in 
the transformational-mother cluster had the largest mean score on the positive family 
outcome variables, and the lowest mean on Family Discordance, the negative outcome 
scale. Likewise, the passive-father/mother cluster had the lowest mean scores on each of 
the positive outcomes and the highest mean score on Family Discordance. These patterns 
suggest that favorable family outcomes are associated with couples who are more 
transformational in their leadership, and less favorable outcomes are associated with 
laissez-faire leadership. These patterns, however, must be interpreted with caution, given 
that the mean differences between many of the clusters are very small and not statistically 
significant. Differences in family outcomes are most clear when making comparisons 
between the couples with the most active (couples in transformational-mother cluster) 
and the most passive (couples in passive-l'ather/mother cluster) leadership profiles . 
[n addition to corresponding with findings from the field of organizational behavior, 
results from this study support research in the area of family life. Relative to parenting 
styles, Baumrind (1989) found that children of authoritative parents had the most positive 
outcomes, as compared to children of authoritarian and permissive parents. These 
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children tended to be more se lf-reliant, self-controJJed, and content. Furthermore, the 
behaviors of authoritative parents are more closely al igned to characteristics of 
transformational leadership than are authoritarian and permissive parents. Like 
transformational leaders, authoritative parents are warm, nurturing, and responsive, have 
high expectations, and use power in ways that promotes development within the 
individual . Rather than using power to control and coerce, power is used to promote 
healthy development and direct the individual in positive ways. 
Similarly, permissive parents appear to have a leadership style that is most similar to 
laissez-faire leadership, or an absence of leadership. This style of leadership becomes 
evident when leaders avoid taking a stand on important issues and rarely address conflict. 
Leaders with this style are often unavailable when needed and little effort is extended 
toward motivating and addressing the needs of others. Although permissive parents are 
often warm and interact with their children, they exert little control over guiding their 
children's activities and have low expectations relative to the contribution children are 
required to make toward the functioning of the family. Like laissez-faire leaders , 
permissive parents do not present themselves as "active agents responsible for shaping or 
altering their children's ongoing or future behavior. They allow their children to regulate 
their own activities as much as possible, avoid the exercise of control, and do not insist 
that their children obey externally defined standards" (Baumrind, 1989, p. 354). Like 
laissez-faire leadership, permissive parenting is a less active parenting style in 
comparisons to authoritarian and authoritative parenting and is associated with outcomes 
that are less favorable, in comparison to authoritative parenting. 
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Although there are similarities between Baurnrind ' s parenting styles and family 
leadership, the two are not synonymous. While Baurnrind's parenting styles and family 
leadership focus on parent-child interactions, family leadership encompasses a much 
wider view of family life. Not only does it encompass parent-child relations, but it also 
relates to the relationship of the couple (two-parent families), the use of available 
resources, the formation of a vision, or sense of direction for the family, 
cooperation/teamwork among members of the family, connections with external support 
systems, and the use of effective leadership practices that unite the whole family unit, not 
just the parent-child bond. 
Given the theoretical leadership model that has been proposed and the research 
findings , a question must be addressed. What are the significance of this model and the 
results from this study? First, it must be recognized that researchers have not 
systematically studied family leadership to see if, and in what ways, general leadership 
principles apply to the family. Given our limited understanding of family leadership, 
Chapter II provided an awareness of important concepts of leadership that are relevant to 
other organizational settings. In addition, the family leadership model, as outlined in 
Chapter II, highlighted important areas where leadership could be employed in order to 
strengthen the family and enhance positive outcomes for individuals. Thus, much of this 
research serves the purpose of orienting scholars and family life educators to an aspect of 
family life that, to a large extent, has been overlooked. Furthermore, this research 
provides direction and stimulates ideas for future work on the well-being of families. 
97 
Research has been conducted to identify characteristics of strong or resilient families 
(Curran. 1983; McCubbin & McCubbin , 1988; McCubbin et al., 1997, Stinnett & 
DeFrain, 1985): however, there is a need to understand the mechanisms or processes that 
help couples/families to be healthier (Cummings, 1994; Karney & Bradbury, 1995; 
Walsh, 1996). Findings from this study suggest that the active provision of leadership is 
associated with favorable family outcomes and it is believed that a greater understanding 
of leadership within the family will significantly increase our understanding of 
strong/resilient families. Specifically, a greater understanding of effective leadership 
within the family may be instrumental in identifying processes or activities that facilitate 
the development of traits associated with strong/resilient families, especially given that 
family leadership is oriented toward carrying out activities that promote the well-being of 
individual family members and the family as a whole. 
One of the ways effective family leadership is expected to have an impact upon the 
well-being of two-parent families is by strengthening the marital relationship and by 
increasing the extent to which couples carry out instrumental tasks and fulfill familial 
obligations as a cooperative team. Research indicates that many problems within the 
family are linked to the quality of the marital relationship. For example, many negative 
child outcomes have been found to be associated with divorce (Amato, 1994; Amato et 
al., 1995; Hetherington, 1993; Whitehead, 1993) and ongoing marital conflict (Amato & 
Keith, 1991 ; Cummings & Davies, 1994; Emery, 1988; Grych & Fincham, 1990). 
Perhaps many of the negative child and couple outcomes could be prevented or 
diminished by using family leadership as a paradigm to unify and strengthen the marital 
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union. This paradigm underscores cooperation and teamwork and directs couples toward 
the use of leadership practices that enhance family functioning in various areas of family 
li fe. Not only would a family leadership paradigm discourage destructive patterns of 
interaction among couples, but it also may help couples understand and recognize specific 
leadership practices that have a positive impact on the marital relationship, as well as the 
family. In essence, a family leadership paradigm acknowledges that a healthy marital 
relationship is vital to the well-being of the rest of the family, and in turn, the health of 
the family influences the marital relationship. Thus, through effective leadership, couples 
may enhance family outcomes and the quality of the marital relationship. 
Enhancing family outcomes through the marital relationship has also been 
highlighted by Gable et al . ( 1992). Based on their research, they suggested that 
understanding coparenting, the extent to which couples support or undermine one another 
in child rearing efforts, may provide a window whereby the processes related to positive 
or negative child outcomes may be understood. They anticipate that support from one's 
spouse will have a positive impact on children by enhance performance as a parent. 
Although not tested by this study, the illustration in Figure I suggests the same 
conclusions. As illustrated in the figure , it is expected that the provision of leadership 
that is directed toward establishing cooperation/teamwork among couples and members 
of a family will have a significant impact on the well-being of all members of a family , 
including couples and their children. 
In conclusion, to further our understanding of family leadership, this study has been 
conducted. A model was proposed that identified specific areas of family life in which 
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leadership could be carried out by parents to enhance the well-being of families . 
Transfonnationalleadership was identified as a style of leadership that is most likely to 
be assoc iated with positive family outcomes. A study was also conducted using a sample 
of parents and children from two-parent families in order to assess whether or not 
differences in family outcomes were related to different styles of leadership among 
couples. Although few statistically significant differences in family well-being were 
found among the husband-wife leadership clusters, differences in outcomes were found 
when comparing couples with active sryles of leadership to those with passive styles. The 
active and nurturing dimensions of leadership, as characterized by transfonnational 
leadership, were associated with favorable outcomes. 
The sample for this study appears to be a fairly homogeneous group and 
generalizations cannot be made beyond the sample; however, the results support several 
of the hypotheses and have implications for the well-being of famiHes. Thus, these 
results provide encouragement to develop better family leadership measures and to 
continue conducting research in the area of family leadership with other types of samples. 
In addition , these results stimulate many questions relative to healthy family 
characteristics and processes. For instance, by emphasizing family leadership and helping 
families to develop better leadership skill>'. can the well-being of individuals and families 
be enhanced? Furthennore, are there specific leadership practices that when adopted by 
families , enhance positive outcomes? If so, what are these leadership practices and how 
can families be helped to acquire these skills? 
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Limitations of the Study 
This study has several limitations that must be taken into consideration. One of the 
limitations of this study is the sample. Due to the limited resources and the exploratory 
nature of the study, a convenience sample was used. For the most part, the data were 
collected from university students and their parents. This means that most of the 
participants in the sample were from Cache Valley, other parts of Utah, or from 
surrounding states. Because of the nature of this sample, results from the study cannot be 
generalized beyond the sample. 
Use of the Multifactor Leadership Questionnaire was another limitation of this 
study. There are no leadership instruments that measure leadership styles that are 
sensitive to the context of the family. Thus a search was made among the instruments 
that are used within an organizational setting. When searching for an instrument, the 
MLQ was selected because it appeared to be less ambiguous and more sensitive to the 
family than other leadership instruments. However, the MLQ measures behaviors and 
attitudes that appear to be much more applicable to the context of an organization than 
the family and is far from ideal for family research purposes. Some of the words and the 
jargon used had to have been confusing and ambiguous to many participants. In 
addition, the instrument lacked high Cronbach alpha coefficients for this sample. When 
examining the reliability coefficients for this sample using The Family Profile (Table 3), 
the Cronbach alpha coefficients range from .84 to .98. However, the alpha coefficients 
for the MLQ had alpha coefficients that were much lower, ranging from .54 to .71 (see 
Table 1 ). Perhaps these coefficients are lower because of ambiguity in the wording of 
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some of the items for this instrument. In spite of the limitations associated with the MLQ, 
six of the nine scales for this instruments had Cronbach alpha coefficients that were 
above .66. In addition, the MLQ was established using research and theory that is 
relevant to this study, and as noted, it appeared to be more sensitive to family research 
than other leadership measures. 
The procedures used to collect the data pose another limitation for this study. In 
order to reduce common method variance, data for the dependent variable were collected 
from adult children and data for the independent variable were collected from mothers 
and fathers . A concern is whether each questionnaire was completed independent from 
other members of the family. On the other hand, the advantage to these data collection 
procedures is that the data were collected in an efficient and timely manner, there was a 
high response rate (of the 266 sets of questionnaires that were initially handed out to 
students, 92% of them were collected), and a large sample was obtained. The researcher 
was hoping to collect questionnaires from 200 families and ended up collecting 231 valid 
sets. 
Directions for Future Research 
There are many directions that could be taken to further understanding of 
leadership as it applies to the family. The following are possible directions for future 
research: 
!. One of the most important directions is the development of good instruments 
that measure different aspects of leadership and are sensitive to the family. Until good 
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measures ex ist, the ability to effec ti vely research thi s area of family life will be limited. 
2. Theory construction is needed. Although a theoretical framework on family 
leadership was proposed in Chapter II, this theory can be improved and additional theory 
generated. Furthermore, research could be conducted to test specific aspects of the theory 
in this study, as well as additional theories that are developed. An aspect of theory 
development that may be especially relevant to families is related to the identification of 
specific leadership practices that may enhance the well-being of families . There are 
numerous leadership practices that are used within an organizational context. Which of 
these practices are applicable to the family and how could they be used effectively? 
3. One of the purposes of this study was to increase understanding of family 
outcomes that are associated with different combinations of husband-wife leadership 
styles. Although this study helped answer some questions related to this topic, the results 
cannot be generalized beyond the sample. Furthermore, there are many questions related 
to this study that are unanswered. For example, is it more important for the father or 
mother of a two-parent family to have a transformational leadership style in terms of 
enhancing the well-being of the family? 
4. This study was limited to intact two-parent families. Limiting the sample to 
this family structure served the purpose of controlling for outcome differences that may 
be related to family structure. ln addition to research with two-parent families, research 
could be conducted with various family structures in order to learn about differences and 
similarities in the way leadership is carried out. 
5. Families could benefit from research that focuses on leadership and 
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intergenerational occurrences. This type of research could answer questions that help one 
understand how effective leadership is passed from one generation to the next. as well as 
long-term effects associated with various styles of leadership. 
6. Once an understanding of family leadership has increased, intervention 
programs could be developed in order to increase the use of effective leadership within 
the family. These interventions could then be tested to assess their effectiveness. 
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Psychometric Properties for the Multi factor Leadership 
Questionnaire and The Family Profile 
Ill 
Table AI 
Psychometric Values for the Mulci(ac:cor Leadership Ouescjonnajre 
Cronbach's Spearman-Brown Factors Mean 
.Sil alpha estimated reliab .' SEM ' 
Transformational leadership 
Auributed charisma (AC) 2.56 (2.69) 
.84 (.90) .86 (.87) 0.90 0.37 
Idealized influence (D) 2.64 (2.71) .85 (.89) .87 (.89) 0.91 0.39 
Inspirational motivation (IM) 2 64 (2.69) .87 (.91) .91 (.91) 0.94 0.42 
Intellectual stimulation (IS) 2.51 (2.50) .86 (.86) .90 (.88) 0.93 0.37 
Individualized consideration (!C) 2.66 (2.62) .93 (.94) .90 (.90) 0.93 0.26 
Transactional leadership 
Contingent reward (CR) 2.20 (2.04) .89 (.94) .87 (.86) 0.91 0.33 
Manag.-by-except. (active)(MBEA) 1.75 (1.71) .77 (.81) .74 (.73) 0.81 0.48 
Manag.-by-excepl. (passive)(MBEP) 1.11 (1.1 7) .82 (.88) .82 (.83) 0.87 0.42 
Nontransactionalleadership 




Factors Mean SQ alpha estimated reliab .' SEM ' 
Outcome 
Extra effort (EE) 2.60 (2.51) l.J6 (l.J4) .9 1 (.86) 0.94 0.30 
Effectiveness (EFF) 2.62 (2.66) .72 (.88) .9 1 (.87) 0.94 0.30 
Satisfaction (SAT) 2.57 (2.38) 1.28 ( 1.28) .94 (.93) 0.96 0.24 
Note. SEM = Standard Error of Measurement. Values outside of parenthesis represent values for nine validation studies (N = 1,394 
after list wise deletion from a total sample size of 2080). Values in parenthesis represent values for five cross-validation studies (N = 
1,490 after listwise deletion from a total sample size of 2080). Data collected from the associates of leaders . For details, see Bass & 
Avolio (1997). 
'Values are based on nine validation studies (n = 2080). 
Table A2 
~s :tcbometric Values for The E11mil~ E.rofile 
Item Cronbach's Item Percent Factor I construct total Mean s.n alpha loadings Eigenvalues variance 
Family concordance 45 189.6 34.5 .97 .40-.74 28 .88 32.1 
Coping 37.1 7.1 .88 
Communication 30.1 6.6 .90 
Affection/love/suppon 47.1 8.9 .92 
Individuality 27.7 5.3 .84 
Commitment 32.0 5.8 .86 
Atmosphere 15.8 3.1 
.80 
Family discordance 18 40.5 9.5 .83 .32-.63 4. 15 4.6 
Power (competition) 7.2 2.9 .79 
Organization (impulsivity) 9.4 2.4 .51 
Conflict 24.2 5.5 .71 
Marital strength 7 26.8 7.2 .93 .61 -.70 3.73 4.1 
Parental Coalition 26.8 7.2 .93 
(table cont inues) 
..,. 
hem Cronbach's hem Percent Factor I construct total Mean SD alpha loadings Eigenvalues variance 
Acti ve involvement 10 32.3 9.2 
.76 .36-.67 2.55 2.8 
Environmental interchange 17.8 5.4 .76 
Religiosity 6 21.3 6.2 
.88 .62- .83 2.38 2.6 
Spiritual values 21.3 6.2 .88 
Parental leadership 4 13.0 2.2 .79 .71 -.78 1.87 2. 1 
Power (leadership) 13.0 2.2 .79 
Overall instrument 90 322.9 53 .7 .95 
~ Data from Halvorsen ( 1992). 
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importance o f ethical research conduct. While your research project does not require a signed 
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and (b) informing, in writing or through oral presentation, each participant as to the rights of the 
sUbject to confidentiality, privacy or withdrawal at any time fro m the research activi ti es. 
The research activities listed below are exempt from IRB review based on the Depanment 
of Health and Human Services (DHHS) regulations fo r the protection of human research 
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achievement), survey procedures, interview procedures or observation of public behaviOr. 
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Sample Characteristics of Adult Children 
Variable % Mean so Median Mode Range 











Years of college completed 
Zero to one 10.4 
Two 16.5 
Three 35 .5 
Four 30.7 
Five or more 5.7 
Employment 
Unemployed 30 
Employed part-time 52 
Employed full-time 17 
Note. n = 231. 
Table C2 
Sample Characteristics of Fathers 
Variable % 
Age 
Number of years married 




Highest level of education 
High school 8 
Some college 28 
4 year degree 30 
Graduate work 7 






Structural work 6 
Other 9 
Household income I year 
Below $40,000 13 
$40,000 to $49,999 10 
$50,000 to $59,999 23 
Over $60,000 50 
Note. n = 231. 
Mean so Median 
51.8 6.6 51 
28.7 6.4 28 












Sample Characteristics of Mothers 
Variable % Mean SD Median Mode Range 
Age 49.4 6.2 49 44/51 37-73 
Number of years married 28.7 6.3 28 27 6-50 




Highest level of education 
High school or less 14 
Some college 44 
4 year degree 30 
Graduate work 8 







Household income I year 
Below $40,000 11 
$40,000 to $49,999 13 
$50,000 to $59,999 23 
Over $60,000 49 
Note. n = 23 1. 
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Appendix D 
Instructions to Students. The Family Profile, and Informed Consent Forms 
0£PARTM£NT Of FA/Y\ILY AND HUMAN Df:VHQPM(Nf 
Colltleolfo~molylo~ 
!90S Un•~~ Bl..,j Phonl! 18011 7ft1 1~01 
loso~n UT Ml22·l90S fAX UIO I I 791 )84S 
Instructions for Assisting in Study 
Contact Person: Kevin Galbnlilh 
Office: Family Life Building; Room M lilA 
Office How.: 10:30 • 12:00; M W F 
Phone: (435) 797-6533 
E-mail: slcnz@c<.u..u.edu 
Your prolnaor hu agreed to assign ex1n1 credit to students who are willing to .. ist in collecting 
dati for a ......,b project C01Iducted by Kevin Galbraith and Dr. J~ D. Scltvaneveldt. The 
purpose of this study is to further our Wld.emaudina of ways in whiclllimilies in our modem 
!OcietycmbeSirellglheoed. 
Providing usistaoce with this study is groady appreciated and is voluntacy. As lllelltioned. you 
will roceive extta =dit for your usittaoce. This study is orient<d IOW1Ird inlact, two-pom>l 
filmilin. theteli>re, in order fi>r a tiunily to be included in the study, "" must collect dati from a 
father, mother, and an adult child. If we do not have dati from all three memben of the fimtily, we 
canaot u..e it. This mearu that credit can only be aasigned to those who complete all of d10 steps as 
outlined on the bock page. 
Two Criteria For IDchoclioi a Fa•ily ia Tlllo St.dy: 
I) Both the lwsbond and wilie must be in their lim IDIIriase and must be Clln'elldy 
living within the same hou..ebold. 
2) In order fi>r the child to be eligible to porticipou io the study, belobe must be 
approximately the age of college studeots. 
Two Waya Yo• May Asaillla Tbil Stwly: 
I) If your fiunily of origin meets the above critaia. you ~ assist as ao adult child by 
completiog the questionnaire, and by distributing and collecting complet<d 
questionoaires from both your mother and filther. 
2) lfyour fiunily does DOl meet the above critaia. or if your pom>1 is not willing to 
participou in the study, you~ assist by disaibuting and collecting complet<d 
questioonaites from mother filmily (&~her, mother, and an adult child) that does meet 





DfPAR:TMENI Of FAMILY " -'10 HUW'N Q (V(LQI> '-I{ ' .olf 
Colleg~oiF.~moly lo~ 
190S Uno....,~ty Blvd Phon~ 5011 i97 IW I 
LOft~n UT 84lll-lq()S fAX 180117'17 -JIHS 
Tbe Family Profile 
~: This questionnaire contains a series of statements that descnbe families and how they work. 
ANwerall of the questions from the pmpectjve of the: family you were reared in as a child. Please read each 
statement carefully and decide bow weU it describes your family. Then circle: the number that best indicates 
how wdl the statement applies to the 6unily yo u were reared in. Answer each item, even if you are not 
completely sW't' of your answer. 
If the Slllcmc:nt describes whaJ your family is like: 
lafreqa .. cly 
We all like the same thinp in ow 6unity. 
2. Our family it happy and joyful 
3. The puents in ow family have a strona m~rriaae . . . . 
ALMOST NEVER • . ..•..•......... . ... drde •-kr I. 
lNPREQlTI.HTL Y •••• •. ••.•..• • .....•. dftll •-.. r L 
S()~ ••••••••• •••• • •• ••• • •• • •• drc:&e •-• J. 
FREQUI.Nll.. Y •• •• •••••••. . • • • •. . • ••. cin .. •-• 4. 
ALMOST ALWAYS •••••••..•••••••. . . drtM• .. bu S. 




4 , Family problems are solved by dlil~ ~nd ~.,tl workina toseth• . t ' 
5. We carefully plan our family activrtia. t ' 
6. When we argue we put esch ochtr down. I 2 
7. Personal opinions are respected. I 2 
I . Feelings in our family are expressed openly. t 2 
9. We play well togetha-... t 2 
10. We take leuons (music, !pOI'tl. aaft.a, ere..) in our family. . I 2 
11 . When we try to do something new I he family stands behind us. I 2 
12. Wt praytogeth~~rasafiun ily. I 2 
I J. The fam ily is more imponantlhan work. school, church, Ql' other commitments we have. . I 2 
14. The whole fiamily takes vacaiions together. I 2 
IS. In our family things are calm and peacc:tiJI. t 2 
16. The parents in our fam ily outwardly show 1ffi:ction 10 cadi adler. I 2 
PLEASE CONTINUE ON BACK OF PAGE 
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Almott Never lafrequcatly Sometimet 
17. Decisions are made by parents and children toaethcr. 





19. Fam itymanbenlosetheirtcmpe:n. .. .. . .........••... , .. I 2 
20. In rime. of trouble WI! unite md puJitotech« • •.... • , . , . .• ••• • • , I 2 
21. Wereallylislentoeachachc:r. I 2 
22. Fam ily members feel cl01e to e.dl adler ...... , ...... , I 2 
23. Ala family we anc:nd sportin& events (ball pmes. track meets. rKeS., etc.). I 2 
24. ln GV r.ailywc.sbowrapec:t f'or -=:h ocfl.-. I 2 
2j;, We luve comJ'bon rdiJiou:s bdie&. .. . ...• I 2 
26. We Ia ochtr family mcmt.s down . ..• . I 2 
27. Famity members intarupt c:ada other lhlquallty wt.en they are talk.itiJ. ....• • • • • • • , •• I 2 
21. ln CQ home you can '1et yow hair down ... I 2 
29 . The marriage of the parents in our family has n-crythina• marriage should have. I 2 
30. Moch• i1 the Iader of ow family. I 2 
l l . PeopJeinourfatnitych.anaetheirraindsalot. I 2 
ll. Filhtina occurs in GV r.mity. . . . . . . t 2 
J), Our fam ily dix:us:sc:s its probkftas. I 2 
) 4. Wll., you. arc emotiCft&lly uptd )'OU an talk to ocher family members. . I 2 
H . We express appreciation to acb other. I 2 
36. Ow famity n ... eb outside our--. . I 2 
37. Out &m ity enc:ounges C¥ei')'One to devdop his OJ her own values and beliefs. . . I 2 
Jt. A reliliOUI book ( Bible.. Koran, Torah, Book of Mormon. etc:.) is important and read 
in our r.mily. . I 2 
39. Family members are willing to Mil uide penon•! needs to meet fAmily commibtttrtts. . I 2 
40. A rypical "weather forecast .. that dcsc:ribes our family is .. clear and sunny." I 2 
41 . You can tell that the parana in our family love ead1 other by how they ad: towvd 
each ocher. . 1 2 
42. Flfh« isd\e laderofoorfamily. I 2 
43 . People in our fam ily do things on impulse. I 2 
"4. We hurt one anodter ' s fee lings. I 2 
125 
2 
-45 . The solutions we decide on for solving our problems work. , 
46. lnta"letion and discussion between family members is &oe &nd euy .. 
47. We spend our leisure time doing thinp u 1 f'amily. 
41. Fa.mity manbren paticir:-te in orpni%8d 1111111 activiria 
49. Speaking your own mind is encounaed by the family. 
50. We anertd a dnach or S)nagoguc.. ... 
5 I . I can trust otha" members of my family with an)'thina. 
52. Our family;, fim-lovi:ng &tid pi~ . ... •. 
S). The parents in ow &mily meet CKb other's pcnoMI needs. .• 
S4. Mach• i1 the dom::linant penon i.n our family. 
SS. Money ls carelessly l'tandled in our family. 
56. We gel upMC with etd'l oth•. . .. 
57, The opinion of eva')'OilC in our family aboul our family problems is important. 
$1. We can talk about anythins m our family . . 
59. fiWii ly mcmbcn feel laved. . 
61 . Wchclpeadtotha-lcunnewthings. 
62. In our fM:! ily ewryoneknCJ~Wt dte'"ral meu~tna" olrcli~ h~idays. ....••••• • .••• • . 
6) . We puc 1 ""of energy into whac we do at horne. . , 
64. The ~ents in cw &mily Mw a good JGual rda~,icnJhip . . . 
65. Fathtt is the dominant penon in the family. 
66. We criticitt each odtc:r •.. 
61. When you wun somt!One in the fam ily to know how you fllel you tell that 
penon yourself. .. 
69. Our family is warm and affectionate. , 
70. Our family enCOW'llges everyone to develop their individual abilities. 
71. Ours iJ 1 religious family. 
n . We give each other the time and aneru ion we need. . , 
73. The parmtJ in our f'amily are inrimau: with each otha-. 
































74. In our family there are many unspoken rules that we don 't Ulldersc.and .. 
75 . When lllgty, family members hit cadi other. 
76. We admit and face up to our problenu. , 
77. In our family it is O.K.. to say whatewr i1 on yow mind. 
71. Our f&m ily has the qualities a fAmily should have. , . , . . , . . 
19. If you make a "bback mark" on the family' I ntme. )'OU are lrillloved and accepccd. . 
10. Furu ly mc:mben back each other up ... ... , ..... . 
II . tn our family people compete Mr pow8" and control . ... • .. 
12. ln our family we ta.Lir. opmly about fam ily c:onOicb and disaartllftlaUa. 
IJ. When we are tog«hcr u a fl:mi ly we haw Ibn whh eM:h CIChcr ... , .. 
14. AJ • family we help and support CKh other, . 
15. In ow fl:mily people manipulate for powa- and controt 
86. We spend time together as a f.uuily. 
17. In ow family it is important to do thinp totdher . ... , ... , , . . , ... 
18. Family memben compete fer attention. ......... , ... , .. . 
S9. We opecly express emotion• such u anp, ~ worT}', and joy . . 








. , . I 2 










For stalislical purposes, information is needed aboul 1he bock&round of you and youc Jiunily. As wi1h all 
o ther information on this questiom:Wre, this informatKm will remain confidenlial 
Yo ur sex: (Circle number of your answer) 
I . MALE 
2. FEMALE 
Yo ur prosent age : __ Years (Write in) 
How many children are in the family you were reared in? __ Children (Write in) 
What is your birth o rder within the family (i.e .. l ". 2•. Jn:l. etc.)? _ __ (Write in) 
127 
4 






6. NEVER MARRIED 
Arc you a paren!? (Circle number) 
I. YES 
2. NO 
If yes, bow many children do you have? (Writ<o in) __ Children 
Religious prcfereoce (Denomination): (Writ<o in) ----------
On average, bow often do you attend religiou.s activities or services per •o•tlt? (Circle number) 
I. VERY SELDOM OR NEVER 
2. LESS THAN I TIME 
3. I TIME 
4. 2 TO 3 TIMES 
5. 4 OR MORE TIMES 






How many years of college!Wlivcnity have you completed? __ Y cars (Writ<o in) 
An: you cutTC1llly employed? 
I. YES 
2. NO 
If yes, what is your employment? (Write in) --- ------ -
Is your employment: (Circle number) 
I. FULL TIME 
2. PARTTIME 
PLEASE CONTINUE ON BACK OF PAGE 
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Please check all or2811izations you are actively involved in as a vol•atccrlleader or as a participaat: 
Voluateer Participaat 
City Council or city oJ"&IU]izations 
County organizations 
Political ort~anizalioos (other than city or county) 
Organizlu.ions oricnkd toward senlor citizens 
Parent-teacher or ~boot orpnizatioos 
Youth organizations (i.e .• 4-H, Boy/Girl Scouts, little league spons. 
c:tc.) 
Organized community sports 
Church; reliaious activities 
Other: Pleue Specify:--------
Other: Pleue Specify:----- ---
How ~rtanl do you think it is for liunilies to haw: 1111 WJderstandina of oational politics. reliaion. and 














Thank you for your participalion. Your response is tlmllly appru:iated. Please feel free to make any 
cornmenu by writing them in the space provided below. 
Please seal this questionnaire in the envelope and deliver [t to the researcher in class. or please send it to: 
Utah State University 






Volaatarv oatare of 
o.articipatioa aad 




D(P."RTMENT O f fAMILY ;\NO HUM..-, ,"! OEVHOPMfNT 
laformed Coaseot 
CollE-ge of ~ o~moly Lde 
~90) Unov~"'oly Blvd 
Log~" u r 114l!! · l<~m 
Streogtheaiag Familia ia Oar Mod era Society 
Phone !I'IOl r l 'H 1501 
f A. X (litH I ;q; . 1 11~ S 
Dr. Jay D. Schvaneveldl and his Ph.D. Sludenl, Kevin Galbrailh. are 
conducting a study within lhe Department of Family and Hwnan 
Development at Utah State University. The purpose of this study is 
to learn of ways to strengthen fiunilies in our modem society. 
The dala for Ibis srudy will he collecred from fiunilies in lwo 
phases. The firs! P"""' consists of collecting compleled 
queslionnaires from college age children and lhe second phase 
consists of collecting completed questionnaires from both fiuheTS 
andmolheD. 
W'rth your permission. your sonldaughler will assist with lhe firs! 
wave of lhe Sludy by compleling a questionnaire. Along with 
consenting to allow your son/daughter to participate in this study. 
would you and your spouse please help us a1 a Iacer dale wilh lhe 
second phaae ofrhe srudy? W'rthin each filmily, we need 1o oblain 
data from the: father, mother and their child. You will be contacted 
at a later date for your assistar¥:e in completing a questionnaire that 
takes about 10 minutes. Your assistance:~ be greatly 
apprecialed. 
Participation in this research is entirety voluntary and panicipants 
may refuse to participate or may withdraw at any time. 
All informal ion provided by any member of your lilmily will be held 
in strict confidence. Names will never be associated with any 
qu.estionn.a.jres. 
1 agree to allow·- --------- -- lo 
(Name of son or daughter) 
be a participarrt in this Sludy. 
Dale: ________ _ 




Parpote of Study 
Vol••t.n aahlre 
of P•rricloatlo• 
aod ri&bt to 
whlld r11w 
Coafideariality 
I a formed Conttal 
OfPAI! TM[NT Of rA.'1.1IlY AND l1l.\.V,N O(V[lOf',, ( ,-.J 
Cofl~oiF.1mof.,Lole 
1'Kl5Uno~'tlty81vd Phon• 180 11 ~lf7. 1 SOI 
lOS<Jn UT 8-IJll-1905 fA '( litCHI ; 't l- Jij H 
Streagtbeaiaa F1miliel i• Oar Mod era Sodety 
Dr. Jay D. Schvan<veldt and his Ph.D. student, Kevin Galbraith. 
are conduct in!! a study within the !lepanmmt of Family and 
Human Development at Utah State Ulliv=ity. The purpose of 
this study i> to learn of ways to strmgtbeo tiunilies in our modem 
society. 
The data for this SIUdy will he collected frt>m tiunilies in two 
phases. The fint phase consists of collcctintl compl<led 
qucstioonaires from colJeee a&e childreo and the second phase 
comists of collect in!! completed questionnaires frt>m both liothers 
and mother.o. 
PanicipaaM:m in this research is entirely voluntary and participants 
may refuse to participate or may withdraw at any time. 
All information provided by any member of your fi1mily will he 
held in strict con6dence. Names will never he associated with any 
questionnaires. 
I Wlderstand that my parents are aware of this r=arcb study and 
that permission has hen given fOr me to penicipate. I also 
undcmand that I have the option to not participate in this study, 
regardless of whethor or not permission has been granted by my 
parents. I also understand that I may withdraw from this study at 










DEPARTMENT Of fAMilY AND I~U"'V.N O£V(l{)PM[NT 
Col~ol r.,.,otyttlot 
2905 Un~rv Blvd F'tlo-w! 111011 1,. 7 t\01 
log.oUT &4J22-1'K)5 f~ll t80 1t 7tH 1114"> 
I am a Ph.D. student in the Department of Family and Hwnan Development at Utah State 
University. I am conducting a study as a requirement for this degree and in an effort to more fuJly 
understand ways in which fam ilies can be strengthened. Your help in this study will be greatly 
appreciated. Dr. Jay D. Schvaneveldt is my major professor and is working with me on this 
project. 
Your son or daughter (or a student whom you may know) has indicated that you. as a parenl may 
be willing to help on this project. We are now requesting your help by completing the enclosed 
questionnaire. 
It is important that we receive completed questionnaires from both the: father and mother in two· 
parent families. Thus, would you please complete this questionnaire and encourage yow- spouse to 
do the same. When filling out this questionnaire, it is important that you complete it independently 
of yo ur spouse or other members of your family . 
All infonnation you provide will be held in strict confidence and your name will never be 
associated with the results of the study. A number is located on each questionnaire. nus enables 
us to trade. the return rate and assign school credit to your son/daughter, or a student associated 
with yow son or daughter. 
Once completed, please seal the questionnaire in the enclosed envelope and either send it to the 
universiry, or return it to your son or daughter, who will give it to me in the classroom. When the 
study is completed, a swnmary of the ma.in findings will be sent to you if you desire a copy. To 
receive a copy, simply write your name and address on the enclosed card and return it in the seaJed 
envelope along with your completed questionnaire, or mail it to the university. 
Thank you very much for your assistance. Your help is greatly app~iatcd. If you have any 
questions, please contact me at: Phone: (435) 797-6533; E-mail: slcnz@cc.usu.edu 
Sincerely, 
~~ tl~c~~~ Ke\lin Galbraith 
Ph.D. Candidate; Utah State University Ph.D.; Professor; Utah State University 
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Mother Fonn 
UtahSiilte 0£PAXTME"'T Of f-'"1llY Ar.O H L ... IA."\.1 Ot\llL(Jt'\1\f.._l Col~eOIF,.molylole 
.!905 Unov~IV Bhrd Pho~ !110 11 797 1~1 
UNIVERSITY LOS"" UT 84 lll-:!':IOS f ... X UKU1 ~117 Ill -' S 
Decision Making in the Family 
Please answer each item on this answer shee t based upon your ac tivit ies and attitudes as a parent and/or 
spouse as displayed within the family created by you and your soouse. Provide the answer that best 
describes how you feel. 
Forty· five descriptive statements are listed on the following pages. Judge how frequently each statement fits 
you. The word .. Q!hrn .. means your soouse chj!dren others who are currently ljving wjth jn your household 
andlor all of these familv/househo!d members. 
Please circle the corresponding number using the followin~ rating scale: 
No l at a ll Once in a while omelimn F airty often 
I provide others with assistance in exchange for their efforts . . 0 I 
2. I re·e)(amine critical asswnption!l to question whether they are appropriate 0 I 
] , I fai l to interfere wuil problems become serious . . . . .. 0 I 
4 . I focu.s anention on irregularities. mis takes. uceptions, and deviations from standards. 0 I 
S. l avo 1d getting involved when important i!.SOeS arise .. , 0 I 
6. I talk ilbout my most imponant values and belieD . 
7. l:unabsentwhen~ . 
I seek dJ(fenng perspectives whc:n solv1nj problems 
I ta lk opcimistically about the futu~ 
I 0. I cnstil l pride m othen for be111g assoc~:ued wnh me 
. 0 I 
... 0 I 
. .. 0 I 
0 I 
0 I 
II I discuss in specific terms who 1s respons1ble for achiev1ng performance targets . 0 I 
Jl . I wa1 1 for things to go wrong be fort: tak1ng acuon . 0 I 
13. I talk enthusiastically about what needs to be accomplished . . . 0 I 
I ~ . I Spt(;i fy the importance of having a s trong sense of purpose . 0 I 
IS. I ~pend time teaching and coaching 0 I 
16 I make clear what one can exp«t to re<:e111e whc:n perfonnance goals are achieved . . ..... 0 I 
PLEASE CONTINUE ON BACK Of PAGE 
Frequently, 
if not always 
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Nor at all Oocc io a while Sometimes 
17. I show lhatl am a firm believer In ·· rfit ai n't broke, don ' t ftx it." 
18. I gu beyond self-interest fOf" the good of t he group 
19. Jtrtat oth~ as individuals rather than just as a member of a group . 
20. I demonsbilte that problems must become chrome before I take action 
21. I act in ways that build olhen ' respect for me 
Fair ly often 
. 0 I 
.... 0 I 
. .. 0 I 
.. 0 I 
. 0 I 
22. I concentrate my full anention on dealing w1th mislikes. complaints. and faitures . . . 0 I 
2J. I consider the moral and ethical consequences of decisions • . . . . . . .. 0 I 
24. I keep track of all mistakes . . ... .... 0 I 
2.S /displayascnxofpowerand confidence .. . ... 0 I 
26. I articulate a compelling vision ofr.he furure . . . . . 0 I 
27. I direct my attention toward failwn to meet standards . 0 I 
28. I avoid making de<:isions . . .... 0 I 
29. I consider an individual as having different needs, abilities, and aspintions from others . . 0 I 
30. I I!:CI others to look at problems from many different angles . . . 0 I 
] I. I help others lO develop their strengths .. 0 I 
32. I suggest new ways of looking at how to complete asslgnmtnts , .. 0 I 
}) I delay responding to tugent qumions . , . . ... 0 I 
)4. I en~phasiz:e the importance of having • collec~ive sense of mission . . . . 0 I 
H . I express satisfaction when others mtfl expectanons . 0 I 
36. I e);pn;ss confMience thai goals will be ac.h1cved • , 0 I 
37. I iW eiTective in meeting others' job-related ncecb • . .. 0 I 
J8. I use methods of leadership lhat are satisfying . . . ... 0 I 
J9 I ~et others to do more than they expected to ,. . . 0 I 
40. I am effective in representing others to higher authority 
41 . r work with others in a satisfactory way 
42 . I heighten others· desire to succeed . 
4] . I am effective in mcding organizational requirements 
44 l lflcrtase others ' willingness to try harder 
..J S l lc:t.d a group that is effective=: 
. 0 I 
.. 0 I 
.. . 0 I 









For statistical purposes. informatio n is needed about the background of you and your fami ly. As wi th al l other 
inform ati on on !.his questionnaire, thi s infonno.tion wi ll remain confidential . 
Your gender: (Circle number of your answer) 
I. MALE 
2. FEMALE 
Your p~sc:nt age: ___ Years (Wri te in) 






6. NEVER MARRJED 
If married, how many years have you been married? __ Years (Write in) 
Family size: Write in the age(s) of your sons and/or daughters: 
SONS DAUG HTERS 
AQJ;; L\Q& 
Arc you a grandparent? (Circle nwnber) 
I. YES 
2. NO 
If yes. how many grandchildren do you have? ___ Grandchildren (Write in) 
Religious pre ference (Denominati on): (Wri te in) ----------
On average, how often do you anend religious acti vit ies or services per montb? (Ci rcle nwnber) 
I. VERY SELDOM OR NEVER 
2. LESS THAN I TIME 
3. I TIME 
4. 2 TO 3 TIM ES 
5. 4 O R MO RE TIMES 
PLEASE CONTINUE ON BACK O F PAG E 
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Which o f the following describes your religious activiry : (C ircle number) 




5. VERY HIGH 
Highest year of education compleled: (Circle number) 
I. GRADESCHOOL 
2. HIGH SCHOOL 
3. SOME COLLEGE 
4. 4 YEAR COLLEGE DEGREE 
5. GRADUATE WORK 
6. GRADUATE DEGREE 
Your occupation: (Write in)------- --------
Who.t was the approx imate amount of all combined bousebold income for the year 1998 (before taxes)? 
(C ircle number) 
I. Lessthan S9 ,999 
2. 10.000 to 14.999 
3. 15,000 to 19,999 
4. 20,000 to 24,999 
5. 25,000 to 29,999 
6. 30.000 to 34.999 
7. 35,000 to 39,999 
8. 40,000 to 49.999 
9. 50,000 to 59,999 
I 0. Over 60,000 
Please check aJI organizalions you are actively involved in as a volunteer/leader or as a participaot: 
Volunteer Panicipaol 
__ City Counci l or cicy organizations 
__ County organizations 
__ Political organizations (other than city or county) 
__ Organizations on en ted toward senior citizens 
Parent-teacher or school organizations 
= Youth organizat ions ( i.e., 4-H. Boy/Girl Scouts, linle !~:ague sports, etc .) 
__ Organized community sports 
__ Church; re ligious activ ities 
__ Other; Please Specify:----------
- - Other; Please Specify: --- - ------
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How important do you think it is for fami lies to have an understanding of national politics. religion. and family 












Thank you for your participation. Your response is greatly appreciated. Please feel free to make any comments 
by writing them in the space provided below. 
Please ~al this questionnaire in the envelope provided and rerum it to your son or daughter. or student 
associated with your son or daughter. If you are uncertain who to send it to. please send it to: 
Utah State University 




Letters of Permission to Use the MLQ and The Family Profile 
MLQ Multifactor Leadership 
Questionnaire 
Permission Set 
Leader Form, Rater Form, and Scoring 
Key for MLQ Form Sx-Short) 
Permission for Kevin Galbraith 
to reproduce 480 (self copies only, no rater 
forms permitted) in one year 
from date of purchase: 
April 30, 1999 
by Bernard Bass and Bruce Avolio 
Distributed by MIND GARDEN 
1690 Woodside Road Suite 202, Redwood City California 9406 1 (650) 261·3 500 
Copyright C> 199.5 by Bernard Bass and Bnce Allolio. All ri&hts resenoed. 
It 15 your legal responsibility to compcnsalc the copyng.ht holder o( this work for any reproduction in any medium. If any 
pan of this Work (e.g, scoring, items, etc.) is put on an electron•c or other media, you agree to remove this Work from that 
medta at the end of this license. The copyright holder has agreed to gran t pcnniss10n to reproduce the above number of 
cop1es of !his work for one year from the date o f purchase for non-commerc i011 l use only. ~vn-commerdal use means that 
.)o'OU w•H not rccc1vc payment for disrnbuting this document If you need to mUc additional copies than the above stated, 
please contact MIND GA RDEN. 
1-10 
UNIVERSITY OF ILLI NO IS 
AT CHICAGO 
C11ll~ gt> of Me-dicme at P~ria 
Dtopartmenl of Farruly and Cummun.ity Ml"dtnnto 
815 Main Strt.''i!l, Suite B 








John HaJvorscn, MD, MS 
II/2I /98 
Scoring of the Family Profile 
I'm sorry that I have not gouen bnck to you nbout the scoring of the Family Profi le. I have 
no excuse other £han the press of recent events at work and within the family that have 
sidetracked a number of issues to which I am now paying anention. 
Enclosed with this memorandum plea.o;e lind 2 documents that should help you: 
l . I\ document with ullthe FP items (listed by their item number in the FP) clustered imo 
che constructs and factors to which they belong. 
1 . A Table listing the means, standard deviouions, and muimum scores for each 
construct and factor in the FP. Thts Table is slightly different than a similar one that 
appears in the Family Pracuce Rescnrch JoumaJ chat published chis study. We recently 
noted that the mean score for the Active lnvolvement foctor seemed to be low when 
compared with the means or the other (actors. My concern was whether the 5 
questions from the Affecttonll..ove/Suppon construct that loaded onto the Act ive 
Involvement factor were included m the caJcu l:uioos for thts factor. When we 
reanalyzed our original data we found this to be the case. How that error was made , I 
do not know. but it has been corrected. The d:ua tn the Table enclosed is the most 
accur<~te to date. 
I wish you success with your resean::h. and would appreciate learning about your results . 




Factor Analysis of the Multifactor Leadership Questionnaire 




Factor Analysis of Items Associated with Multi[actor Leadershi{l. Questionnaire 
Scale 
assoc. with 
Item item a Factor I Factor 2 Factor 3 Factor 4 Factor 5 
23 2 .64 . 14 
18 I .62 
35 6 .57 .26 -.16 -. 15 
19 5 .53 -. 12 .29 -.24 
36 3 .52 .33 -.15 .19 -.2 1 
15 5 .50 .28 -.24 .22 
14 2 .50 .41 -.22 .25 .15 
6 2 .49 -.17 .22 
31 5 .47 .39 -.20 .26 -. 16 
29 5 .46 .44 -.14 
13 3 .41 .38 -.22 .37 
25 .74 -.11 . 16 
26 3 .23 .69 -.12 .21 
10 .67 . 19 
2 1 1 .29 .65 -.13 
34 2 .44 .44 -. 18 .10 .17 
11 6 . 16 .42 -.24 .40 .29 
9 .38 .38 .29 -.23 
20 8 -.24 .73 . 14 
12 8 -.23 .70 .12 
3 8 -.16 .70 .12 
5 9 -. 14 .61 . 10 
28 9 .13 -.24 .58 -.3 1 .13 
33 9 .53 -.22 .24 
7 -.34 .39 .23 . 16 
17 -.24 -.11 .35 .23 
8 4 .36 -.10 .61 -.12 
30 4 .28 .25 .61 
32 4 .16 .28 -.17 .56 

















R2 total= 46.1% 




























' The following numbers in this column are used to associate each item with its 
corresponding leadership scale on the MLQ, as indicted below. The following leadership 
scales represent the theoretical model for the MLQ (Bass & Avolio, 1997): 
Transformational Leadership Scales 
I = Idealized Influence (Anributed) 
2 = Idealized Influence (Behavior) 
3 = Inspirational Motivation 
4 = Intellectual Stimulation 
5 =Individual Consideration 
Transactional Leadership 
6 = Contingent Reward 
7 = Manag.-by-Except. (Active) 
8 = Manag.-by-Except. (Passive) 
Non-Transactional Leadership 
9 = Laissez-Faire 
1~5 
Table G2 
FactQr Analysis of Items Associated with The Famil~ Profile 
Scale 
assoc. with 
Item item a Factor I Factor 2 Factor 3 Factor 4 Factor 5 
67 .76 .15 
49 .75 .19 .22 .11 
58 .75 .15 .10 .30 
8 .74 .25 . 18 
33 .72 .14 . 15 .19 . 12 
77 .72 .20 . 10 
46 .70 .35 .25 .25 
34 .70 .17 .17 .21 
89 .69 .17 .28 .17 
82 .68 .18 .24 .18 
70 .65 .37 .26 .14 .22 
68 .65 .18 . 14 
28 .63 .25 .12 .16 .13 
57 .62 .24 .21 .13 
69 .59 .24 .27 .36 .10 
51 .57 .41 .23 
76 .57 .36 .14 
35 .57 .30 .32 .11 . 16 
84 .55 .45 .31 .18 .29 
59 .55 .40 .24 .32 .25 
7 .54 .40 .15 .20 .14 
22 .54 .36 .38 .14 .12 
80 .53 .44 .24 .34 
72 .53 .38 .35 .10 .15 
39 .53 .39 .26 . 13 .26 
11 .53 .37 .25 .14 .23 
45 .53 .50 . II .19 
37 .52 .22 .27 .17 .15 
79 .52 .43 .13 .17 .23 





Item item a Factor I Factor 2 Factor 3 Factor 4 Factor 5 
78 .52 .38 .29 .46 .2 1 
20 .50 .41 .28 . 12 .28 
4 .50 .30 .34 .26 .16 
52 .49 .29 .43 .29 
83 .49 .42 .39 .15 .18 
17 .48 .23 .40 .31 .16 
90 .41 .27 .34 .12 
44 2 -.14 -.79 -.14 
32 2 -. 12 -.75 -. 18 
-.11 
56 2 -.10 -.74 -.1 6 
-.13 
85 2 -.34 -.7 1 
-.12 
66 2 -.71 
-. 14 
27 2 .14 -.63 
6 2 -.15 -.63 
15 2 -.26 -.62 -.26 -.20 -. 15 
81 2 -.30 -.62 
19 2 -.17 -.61 -.10 -. 12 
88 2 -.24 -.60 
26 2 -.34 -.60 -.15 
2 -.28 -.56 -.30 -.32 -. 13 
24 -.49 -.52. -.24 -.14 -. 17 
40 I -.43 -.51 -.3 1 -.27 -.19 
31 2 -.51 
18 2 -. 16 -.50 -. 13 -.17 
75 2 -.26 -.48 -.2 1 
74 2 -.43 -.43 -.24 -.17 
55 
-.36 -. 18 
I .2 1 .3 1 .3 1 .20 . 12 
47 4 .25 .2 1 .69 .17 . 19 
23 4 .24 .65 .19 
48 4 .65 .21 
60 4 . 17 .62 .19 . 19 





Item item' Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 
14 4 . 15 .58 .30 . 15 
86 4 .28 .30 .57 .23 .24 
61 .49 .19 .54 .12 
36 4 .52 -. 12 
5 4 .24 .23 .48 .22 .20 
9 .40 .41 .47 .17 
13 .37 .26 .41 .20 .38 
63 .31 .12 .39 .30 
64 3 .29 . 16 .22 .82 
73 3 .35 .23 .81 
16 3 .26 .28 .76 . 12 
3 3 .27 .35 .19 .71 .18 
29 3 .30 .37 .22 .70 .18 
41 3 .35 .28 .31 .70 
53 3 .4 1 .37 .29 .61 
71 5 .26 .16 .85 
50 5 .14 . 12 .83 
38 5 .21 .11 .22 .75 
12 5 .10 .29 .18 .69 
62 5 .35 . 15 . 19 .68 
25 5 .31 .12 .65 
10 4 .34 .13 .44 
43 .18 -.25 .29 -.30 
R2 19.2% 15.4% 8.7% 7.3% 6.3% 
R2 total= 56.9% 
Note. n = 200,listwise, items 15, 2, 24, and 40 were recoded. 
' The following numbers in this column are used to associate each item with its 
corresponding scale on The Family Profile, as indicted below. The following scales 
represent the theoretical model for The Family Profile (Halvorsen, 1992): 
1 = Family Concordance 4 =Active Involvement 
2 = Family Discordance 5 = Religiosity 
3 = Marital Strength 6 = Parental Leadership 
1-18 
Appendix H 
Descriptive Statistics for Husband-Wife Leadership Styles 
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Table HI 
MLQ Scale Means and Standard Deviations for Each Husband-Wife LeadershiQ Cluster 
(Scores for Fathers) 
Cluster Cluster Cluster Cluster Total 
I 2 3 4 n= 
MLQ scales n = 173 n = 22 n= 14 n = 14 223 
Active leadership scales 
Idealized influence 2.70 2.00 3.02 2.82 2.66 
(attributed) (.52) (.52) (.48) (.56) (.57) 
Idealized influence 3. 10 1.91 2.96 3.25 2.98 
(behavior) (.52) (.50) (.58) (.39) (.62) 
Inspirational motivation 2.86 1.96 2.98 2.88 2.78 
(.57) (.41) (.53) (.54) (.62) 
Intellectual stimulation 2.72 1.97 2.91 2.41 2.64 
(.59) (.50) (.47) (.48) (.62) 
Individual consideration 3.17 2.38 2.96 3.05 3.07 
(.47) (.44) (.54) (.4 1) (.52) 
Contingent reward 2.84 !.92 2.93 2.89 2.76 
(.49) (.61) (.37) (.6 1) (.57) 
Transactional leadership scale 
Manag.-by-except. (active) 1.52 1.77 2.27 1.55 1.60 
(.64) (.77) (.58) (.92) (.69) 
Passive leadership scales 
Manag.-by-except. (passive) 1.64 1.75 2.46 .89 1.65 
(.65) (.71) (.54) (.59) (.70) 
Laissez-faire 1.12 1.34 1.70 .46 l.l4 
(.6 1) (.54) (.56) (.37) (.63) 
Note. Standard deviations in parenthesis . 




MLQ Scale Means and Standard Deviations for Each Husband-Wife Leadershig Cluster 
(Scores for Mothers} 
Cluster Cluster Cluster Cluster 
I 2 3 4 Total 
MLQ Scales n = 173 n = 22 n = 14 n = 14 n = 223 
Active leadership scales 
Idealized influence 2.86 2.49 2.20 1.91 2.72 
(attributed) (.5 1) (.47) (.65) (.56) ( 58) 
Idealized influence 3.37 2.70 2.52 2.46 3.20 
(behavior) (.46) (.53) (.43) (.44) (.57) 
Inspirational motivation 3.16 2.41 2.48 2.14 2.98 
(.43) (.49) (.43) (.59) (.56) 
Intellectual stimulation 2.79 2.35 2.55 2.07 2.69 
(.56) (.55) (.50) (.54) (59) 
lndi vidual consideration 3.40 2.86 2.82 2.48 3.26 
(.42) (.45) (.39) (.74) (.53) 
Contingent reward 3.07 2.38 2.55 2.30 2.92 
(.48) (.57) (.39) (.56) (.57) 
Transactional leadership scale 
Manag.-by-except. (active) 1.45 1.70 1.82 1.79 !.52 
(.67) (.52) ( 1.08) (.68) (.70) 
Passive leadership scales 
Manag.-by-except. (passive) 1.30 1.47 2.34 1.73 1.41 
(.63) (.70) (.74) (.57) (.69) 
Laissez-faire .99 1.25 1.77 !.57 1.10 
(.52) (.52) (.68) (.42) (.57) 
Note. Standard deviations in parenthesis. 
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Table II 
Test of Homogeneity of Variance Among Leadership Clusters by Family Outcome 
Variables 
Family 
outcome variables Levene statistic P-value 
Farnlly concordance 2.52 .06 
Family di scordance 1.09 .36 
Marital strength 2.46 .06 
Active involvement 1.51 .21 
Religiosity 9.28 .00 
Note. Missing val ues excluded by analysis by analysis; dfl = 3, 219. 
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